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AGREEMENT 
This Agreement is entered into and effective as of this second day of October 2000, by 
and between Kaiser Permanente Medical Care Program, hereinafter referred to as the 
"Employer," and Locals 135, 324, 770, 1036, 1167, 1428 and 1442, chartered by United 
Food and Commercial Workers International Union, AFL-CIO-CLC, hereinafter referred 
to as the "Union." 
The foremost obligation to the Employer and the employees is to assure Health Plan 
members and the public that prescriptions and pharmaceutical services are handled in 
accordance with the highest professional standards of pharmacy. The Employer and 
the employees pledge full cooperation in such mutual undertaking. Furthermore, it is 
agreed that providing high quality patient care and service is an obligation of all 
employees, regardless of position or profession, and such employees are expected to 
perform in an efficient, courteous and dignified manner when interacting with fellow 
employees, patients, public and customers. 
100 ARTICLE I - RECOGNITION AND COVERAGE 
101 The Employer recognizes the Union as the sole and exclusive bargaining agent 
of the employees covered by this Agreement for the purposes of collective 
bargaining with respect to rates of pay, hours of work and other terms and 
conditions of employment. 
102 Employees covered by this Agreement are those employees within the 
Employer's Pharmacy Operations located in the Southern California Region 
and within the geographical jurisdiction of the Union for whom job titles are 
listed in Appendix A, but shall exclude all other employees of the Employer 
including supervisory personnel as defined in the National Labor Relations act, 
as amended, and those employees covered by other labor agreements. 
103 Bargaining Unit Work 
104 All work currently performed in a licensed pharmacy in the nature of work 
generally performed by employees within the bargaining unit shall not be 
assigned to any person not in the bargaining unit or contracted for with any 
other union except as provided for in Paragraph 106. 
105 Any future work of the nature generally performed by employees in the 
bargaining unit created by the Employer shall be performed by members of the 
bargaining unit as set forth in this Agreement except as provided for in 
Paragraph 106. 
106 The parties recognize that to maintain the orderly functioning of the licensed 
pharmacies, it is necessary to maintain the customary pattern of utilization of 
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non-supervisory pharmacists and bargaining unit personnel. It is the 
Employer's intent not to establish jobs or job titles for the purpose of excluding 
employees from the bargaining unit. The parties agree that this flexibility is 
necessary in order for Health Plan members to receive prescriptions and 
pharmaceutical services in accordance with the highest standards of 
pharmacy. 
107 The Employer recognizes the fact that bona fide supervisory employees are 
only those who have the authority to hire, promote, discipline, discharge, or 
otherwise effect changes in the status of employees or effectively recommend 
such action, and it is not the Employer's policy to establish jobs or job titles for 
the purpose of excluding such employees from the bargaining unit as 
established in this Article. 
108 One (1) supervisor as defined in Paragraphs 102 and 107 shall be permitted to 
perform bargaining unit work at each licensed pharmacy provided that one (1) 
full-time or part-time bargaining unit employee is assigned to that licensed 
pharmacy. 
109 Except as provided in Paragraph 108, supervisors will not perform bargaining 
unit work. 
200 ARTICLE II - MANAGEMENT 
201 All rights of management are vested solely with the Employer in the operation 
of the business and are limited only by the specific provisions of this 
Agreement. 
300 ARTICLE III - UNION SECURITY AND REPRESENTATION 
301 Membership Requirements 
302 Present Union Members 
303 All present employees covered by this Agreement who are members of the 
Union as of the date of execution of this Agreement shall, as a condition of 
employment, remain members of the Union in good standing. 
304 Future Union Members 
305 All present employees covered by this Agreement who are not members of the 
Union as of the date of execution of this Agreement and all employees covered 
by this Agreement, who are hired thereafter shall, as a condition of continued 
employment, become members of the Union by the thirty-first (31st) day from 
the date of hire, date of execution or effective date of this Agreement, 
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whichever is later, and thereafter remain members of the Union in good 
standing. 
306 Membership Obligation 
307 The Union will advise the Employer, at the appropriate Human Resource 
Office, in writing, when any employee has failed to acquire or maintain Union 
membership as required by this Agreement. Immediately upon receipt of said 
notice, the Employer shall advise said employee(s) that they will no longer be 
scheduled for hours of work on the subsequent weekly schedule until said 
employee(s) give evidence of compliance or the Union notifies the Employer of 
such compliance. Failure to comply within seven (7) days after removal from 
the schedule, said employee(s) shall be terminated, if such termination is not in 
violation of existing law. 
308 Dues Check-Off 
309 The Employer shall deduct Union dues and initiation fees, by the_amount 
uniformly required by the Union, for all employees who have voluntarily 
submitted appropriate written authorization to the Employer. Said 
authorizations shall be irrevocable only for a period_of one (1) year or to the 
termination date of this Agreement,_whichever occurs first. Dues deductions 
shall be made monthly and shall be remitted to the Union as soon as possible, 
after they are deducted by the Employer. Initiation fees shall be deducted on a 
biweekly basis for a time frame of twenty-six (26) pay periods. It shall be the 
Union's responsibility to keep accurate accounting of each employee's dues 
and initiation fees deductions and to adjust_any discrepancies directly with said 
employee. 
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310 The Union agrees to indemnify and save the Employer harmless_against any 
and all claims, demands, suits or other forms of liability that shall arise out of, 
or by reason of any action taken or not taken by the Employer under this 
check-off provision. Said indemnification shall be limited to the amounts that 
are checked off or should have been checked off, which caused the dispute. 
311 Notice of Job Vacancy 
312 The Employer shall notify the Union of new hire vacancies in positions covered 
by this Agreement. 
313 Hire and Transfer Notice 
314 On the basis of each pay period, but in no event less than twice a month, the 
Employer will provide the Union a list of employees hired, or transferred 
between pharmacies, to include the employee's name, address, telephone 
number, Social Security number, job classification, title, rate of pay, date of 
hire or transfer, and location of the pharmacy where employed. 
315 New Hire Probation 
316 For each newly hired employee the first ninety (90) calendar days of 
employment shall be considered a trial and evaluation period. Upon 
completion of such ninety (90) day period, seniority rights shall date back to the 
initial date of employment in accordance with the provisions of Article IX of this 
Agreement. 
317 An employee who fails to pass the probationary period will be subject to 
termination without recourse to the grievance and arbitration procedure. 
318 Health Screening 
319 Employees who are required as a condition of employment or continued 
employment to submit to a mandatory Health Screening and/or annual 
screening shall be notified in writing by the Employer of such requirement and 
each employee shall be given a reasonable time period within which to 
complete the examination. The cost of such Health Screenings shall be borne 
by the Employer. 
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320 Access of Business Representatives 
321 It is agreed that authorized representatives of the Union shall have the right to 
conduct Union business within a licensed pharmacy and shall have access to 
bargaining unit employees in their work areas during visits for the purpose of 
making inquiries concerning working conditions, complaints of members of the 
Union, and other matters pertaining to the enforcement of this Agreement. 
The Union representative will notify the supervisor, or in absence of supervisor, 
a designee, in advance or upon arrival of visit. The supervisor will arrange with 
the Union for investigations and meetings between employees and Union 
representatives. Such meetings and investigations shall be conducted in a 
place designated by the supervisor, with the least possible interference of the 
operation of the licensed pharmacy, and shall be limited to one (1) employee at 
a time. The Employer agrees to permit the Union representative, upon 
request, to review the current roster of employees. 
322 Bulletin Boards 
323 The Employer will provide one (1) bulletin board for the exclusive use of the 
Union at each licensed pharmacy where bargaining unit employees are 
regularly employed. Placement and size will be by mutual agreement. 
324 Union Principles 
325 The Employer shall not discharge or discriminate against any employee for 
upholding Union principles, as long as such act does not constitute a violation 
of this Agreement, and nothing herein shall be so construed as to abrogate an 
employee's right under the law, including the right individually to refuse to cross 
a bona fide picket line established in a bona fide dispute by any bona fide labor 
organization. 
400 ARTICLE IV - STRIKES AND LOCKOUTS 
401 It is the express intent of the parties that for the duration of this Agreement, the 
procedure provided under the Grievances and Arbitration Article for handling 
disputes shall serve as the means for peaceful settlement of problems which 
may arise. 
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402 The Employer and the Union realize that a medical care program is different 
from other industries because of its services rendered to the community and 
for humanitarian reasons, and agree that there will be no lockouts on the part 
of the Employer, nor suspension of work on the part of the employees, it being 
one of the purposes of this Agreement to guarantee that there will be no 
strikes, lockouts, or work stoppages during the term of this Agreement. 
500 ARTICLE V - NEW OR REVISED JOBS 
501 At such time as the Employer establishes a new job, or changes the job 
content of an existing job, a job description shall be written and a rate 
established for such new or changed job in accordance with the following 
procedure: 
502 Job Description and Rate 
503 When a new job is to be established or an existing job is to be revised, the 
Employer will prepare a job description setting forth the duties of the new or 
revised job. 
504 The Employer will also prepare a proposed rate to be applied to said job. Such 
rate shall be based upon the requirements of the job under consideration, its 
relation to the Employer's rate structure and to existing jobs. A change in job 
duties shall not necessarily require a change in rate. 
505 Such description and proposed rate shall be presented to the Union in writing 
not less than twenty-one (21) workdays (excluding Saturday, Sunday and 
holidays) prior to the assignment of any employee to the job. The purpose of 
this action will be to reach agreement with the Union concerning the content of 
the job description and proposed rate. 
506 Should agreement be reached with the Union subject to the approval of the 
Union, the job and rate shall be placed in effect on a permanent basis and the 
rate shall not be subject to change except upon a subsequent revision of the 
job duties. 
507 Trial Period 
508 In the event no agreement is reached on the rate during such twenty-one (21) 
workday {excluding Saturday, Sunday and holidays) period, the Employer may 
place the proposed rate into effect, and the Union may use the grievance 
procedure in objecting to the permanent rate for the job. If no grievance is 
filed, the proposed rate shall become a permanent rate. 
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509 Permanent Rate 
510 When the rate has been fixed by mutual agreement, or has become permanent 
under one of the above provisions, the permanent rate shall be paid from the 
date the job was established or revised, which shall, unless otherwise agreed, 
be deemed to be the date the job description and proposed rate were placed in 
effect by the Employer. 
511 Should the Union believe that a job has been changed or a new job established 
without use of the above procedure, the Union shall be entitled to file a 
grievance to secure an agreement, regarding such change, in which event any 
change in rate shall be effective from the date such grievance is filed. 
600 ARTICLE VI - COMPENSATION 
601 Wages 
602 The Schedule of Rates, Appendix A, sets forth the classification and applicable 
rates of pay for employees covered by this Agreement. 
603 Shift Differentials 
604 In addition to the applicable straight time or overtime rate, all hours worked 
between 6:00 p.m. and Midnight and all hours worked between Midnight and 
8:00 a.m. will be paid to employees in accordance with the following schedule: 
6:00 p.m.- Midnight Midnight-8:00 a.m. 
$1.10/hour $1.50/hour 
605 Shift differential will be paid only on hours worked. Shift differential shall be 
included as part of the base pay for purposes of calculating overtime pay. 
606 Nonpvramiding 
607 There shall be no pyramiding or combination of one (1) premium pay with 
another or of premium pay with overtime, but only the highest applicable rate 
shall be paid. Hours paid at an overtime or premium rate will not be 
duplicated, and to the extent that hours are paid at an overtime or premium 
rate, such hours will not be counted further for purposes of calculating overtime 
for any other hours or days. Time paid for, but not worked, shall not count as 
time worked for purposes of calculating overtime or premium payments. 
608 Parking 
609 For the term of this Agreement, bargaining unit employees will not be charged 
for parking provided for the employees by the Employer, and proper security 
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shall be maintained. The Employer will maintain free parking unless mandated 
by regulation to charge for parking. 
610 Work Performed Above Classification 
611 Employees who work in a higher-rated classification for one and one-half 
(1 1/2) or more hours during a regularly scheduled day of work, shall receive 
the higher rate of pay for the day worked in the higher classification. 
612 Travel 
613 Employees will be assigned to one (1) particular Area Pharmacy Operation of 
the Employer, and will be subject to work assignments in all corresponding 
pharmacies within that area; such assignments may of necessity result in 
crossing of Union Local boundaries which shall not result in jurisdictional 
disputes. The Employer will normally request employees to voluntarily accept 
a temporary assignment at another licensed pharmacy, in cases of 
emergencies, Sick Leave, etc., otherwise, should no employee volunteer, 
inverse seniority will apply. 
614 Employees required to travel as required by the Employer during a daily work 
schedule shall be compensated at their regular straight time rate of pay. 
615 Employees authorized to use their personal automobile for Employer business 
will receive mileage allowance pay per mile in accordance with the Employer's 
prevailing organizational mileage allowance policy. 
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616 Employees who are required to report to a work location other than their 
regular work location will be paid in accordance with the Employer's prevailing 
organizational mileage allowance policy for all miles exceeding their normal 
home to regular work travel distance. 
617 The Employer agrees that employees covered by the Agreement shall receive 
the same adjustment in mileage compensation granted to any other employee 
group or groups in the Southern California Region. 
618 Uniforms 
619 The Employer shall furnish all required uniforms and, except where the 
garment is of drip-dry material, shall pay for the laundering and upkeep of 
same. The Union members shall have the right to wear their Union buttons. 
The dress code policy of each medical center remains in full force and effect. 
620 Employees shall be required to wear name tags. Name tags of clerks shall not 
include the last name, but may include the initial of the last name. 
621 Occupational Illness or Injury 
622 When an employee suffers an occupational illness or injury there shall be no 
deduction from the employee's pay for the day in which the employee was 
injured and reported for medical care. When such employee returns to work 
following the occupational illness or injury, and is certified as ready and able to 
perform all regular duties, but requires medical treatment as a result of the 
same illness or injury, the Employer shall adjust the work schedules without 
penalty to the employee, to provide both the time for medical care and the 
number of hours of work for which the employee is regularly scheduled. 
623 Wage and Price Controls 
624 If by Presidential decree or legislative enactment, wage and price controls are 
instituted which cause any provisions of this Agreement to affect either of the 
parties adversely, such provisions may be reopened for negotiations. The 
party adversely affected must give fifteen (15) days' written notice to the other 
party in order 
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to so reopen this Agreement. Any issues unresolved as a result of such 
reopening, may be submitted to final and binding arbitration by either party 
under the procedures set forth in the Grievances and Arbitration Article. 
625 No Reduction in Rates 
626 It is further agreed that no employee shall suffer any reduction in rates or 
general working conditions by reason of the signing of this Agreement. No 
employee receiving hourly rates in excess of the rates herein shall be replaced 
by another employee at a lesser hourly rate for the purpose of avoiding any of 
the provisions of this Agreement. 
627 Bilingual Pay 
628 Employees who are routinely required (over 5% of the time) tojranslate other 
languages (to include sign language for the hearing impaired), shall receive a 
Bilingual Differential in the amount of sixty-five dollars ($65.00) per month or 
$0,375 per hour, to be paid on hours worked and only to a maximum of eighty 
(80) hours worked per biweekly pay period. 
629 The Employer will determine how many employees are necessary_to satisfy the 
normal translation requirement and will designate by department, by shift, by 
qualification and seniority, the individuals who will perform the function. 
Following implementation, openings will be filled through job postings. 
630 The parties agree that it may be necessary for a non-designatedjndividual to 
translate should a designated translator not be available. Should such limited 
translation occur, then said individual would qualify for Bilingual Differential pay 
if the translation required more than one (1) hour to complete. 
631 Internal Career Advancement 
632 The Union and the Employer agree that offering and promoting educational 
and training opportunities can prove to be a benefit to both the employee and 
the Employer. There is also agreement that the availability of appropriate 
training which enhances career mobility and provides avenues for employee 
growth and development is desirable for both parties. The Employer shall 
make every reasonable effort to meet personal needs by way of internal 
promotion and career development. In addition, the parties 
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agree that the responsibility for achievement and maintenance of required 
licensure, certification or registration rests with the individual employee and 
that Employer offered training programs, workshops or seminars shall be 
subject to the Employer's operational needs and staffing requirements. 
700 ARTICLE VII - HOURS OF WORK AND OVERTIME 
701 Workweek and Workday 
702 The normal workweek shall be Monday through Sunday. Forty (40) hours 
consisting of five (5) eight (8) hour days shall constitute a normal week's work. 
The normal day's work shall consist of eight (8) hours to be worked within not 
more than nine (9) consecutive hours in a twenty-four (24) hour period 
beginning at 12:01 a.m. and ending at 12:00 Midnight, or shift beginning within 
two (2) hours before 12:01 a.m. 
703 In order to provide more advantageous workweek scheduling for both the 
employees and the Employer, the Employer may, with the agreement of the 
affected employees, establish a workweek of four (4) days of ten (10) hours 
each as stipulated in Appendix H of this Agreement. 
704 Definition of Week and Day 
705 "Week," as used in this Article shall mean and consist of the seven (7) day 
period beginning at 12:01 a.m. Monday, or at the shift changing hour nearest 
that time. "Day," as used in this Article, shall mean and consist of the twenty-
four (24) hour period beginning at 12:01 a.m. and ending at 12:00 Midnight. 
706 In order to provide the most advantageous workweek scheduling, which would 
allow for schedules such as but not limited to three (3) day weekends, every 
other weekend off, or consecutive days off with one day being a Saturday or 
Sunday, the Employer may with mutual continuing agreement with the Union 
establish a workweek beginning Sunday and ending Saturday and establish 
other modifications to the definition of workday or workweek which would 
benefit the bargaining unit employees. 
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707 Definition and Guarantee - Full-time and Part-time Employees 
708 A full-time employee is defined as one who is regularly scheduled to work a. 
normal workday of eight (8) hours of work and a normal workweek of five (5) 
days of work. All full-time employees shall be guaranteed a minimum of eight 
(8) hours of work per day upon reporting for work which may not be canceled. 
An employee who does not want to work an eight (8) hour shift may, by mutual 
written agreement with supervision, work fewer hours and be paid only for 
hours worked. Full-time employees scheduled to work in excess of a normal 
workweek may be scheduled for a workday of four (4) hours or more (a short 
shift). 
709 A part-time employee is defined as one who works less than forty (40) hours in 
a normal workweek. All part-time employees shall be guaranteed a minimum 
of four (4) hours of work per day upon reporting for work which may not be 
canceled. An employee who does not want to work the four (4) hour shift may, 
by mutual written agreement with supervision, work fewer hours and be paid 
only for hours worked. By mutual agreement between the Employer and 
employee, with the continuing approval of the local Union involved, the four (4) 
hour minimum may be waived. 
710 In recognition of the five (5) day, forty (40) hour normal workweek provision of 
this Agreement, the Employer agrees that part-time jobs shall not be created or 
scheduled for the purpose of destroying the eight (8) hour day or forty (40) 
hour week principle, the Employer agrees to meet with the Union and review 
the general scheduling situation at any licensed pharmacy identified by the 
Union as having potential scheduling problems. The Employer will respond to 
the Union in writing within fifteen (15) workdays of such meeting. If the parties 
fail to resolve the issue, the Union can appeal the matter directly to the Second 
Step of the grievance procedure. 
711 In cases where a part-time position is worked at forty (40) straight time hours 
per week on non-replacement work for a period of eight (8) consecutive pay 
periods, the union and the company shall meet to discuss and resolve the 
issue of posting said position as full-time to be bid by seniority. 
712 It is understood that an employee's vacation time shall neither count toward or 
interrupt such accumulation of eight (8) consecutive pay periods. 
713 If the issue remains unresolved, it may be submitted by the Union to Step II 
under the provisions of Article X. 
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714 Overtime and Premium Pay 
715 The overtime rate of pay of one and one-half (1 1/2) times the employee's 
straight time hourly rate shall be paid for: 
716 All hours worked in excess of eight (8) hours during a normal workday. 
717 All hours worked in excess of forty (40) hours in a normal workweek. 
718 The premium rate of two (2) times the employee's straight time rate of 
pay shall be paid for: 
719 All hours worked in excess of twelve (12) hours during a normal 
workday. 
720 All hours worked on a seventh (7th) consecutive day in a workweek. 
721 All designated holiday hours worked shall count as time worked for the 
purposes of computing weekly overtime. A designated holiday not worked 
shall be paid at the straight time hourly rate in a holiday week and shall not 
count as time worked for the purposes of computing overtime. 
722 Meal Period 
723 All hours shall be worked consecutively, except for a meal period which shall 
be one-half (1/2) hour. The meal period may be extended to a maximum of 
one (1) hour with continuing mutual agreement between the Union, employee 
and Management. No eight (8) hour employee shall be normally scheduled for 
more than five (5) hours or less than three (3) hours before a meal break. 
724 Work Schedules 
725 The Employer shall prepare and post a work schedule in ink for all employees 
showing their surname and first initial at least four (4) weeks in advance, 
however, in no case shall a schedule be posted later than 2:30 p.m. on the 
Wednesday preceding the first day of the following workweek. Any alteration 
in such work schedule must be made not later than 2:30 p.m. on the 
Wednesday of such preceding week. If the work schedule within any day is 
changed after 2:30 p.m. on Wednesday without reasonable cause, the matter 
may be subject to the grievance procedure. Where an employee's schedule is 
changed without reasonable cause, the employee shall be guaranteed pay for 
the specific days in a workweek for which scheduled to work, provided the 
employee is available for such work. In formulating the work schedule of any 
employee, a minimum of ten (10) hours shall have elapsed between the two 
consecutive work shifts. Work performed prior to the ten (10) hours' elapsed 
time in violation of this Paragraph shall be paid at the appropriate overtime 
rate. If an employee's schedule is changed while the employee is off work and 
the change will effect the employee's next reporting time, the Employer will 
make every reasonable effort to notify the employee. 
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726 In scheduling two (2) or more part-time employees, there shall be no less than 
two (2) hours between any two (2) or more four (4) hour schedules except 
when a qualified employee is not available for an eight (8) hour schedule. 
727 Rotation of Work 
728 Outpatient 
729 Daytime Rotations: 
From 5:00 a.m. and before 11:00 a.m. 
730 Evening Rotations: 
From 11:00 a.m. and before 10:00 p.m. 
731 Night Rotations: 
From 10:00 p.m. and before 5:00 a.m. 
732 Inpatient 
733 Daytime/Evening Rotations: 
From 5:00 a.m. and before 10:00 p.m. 
734 Night Rotations: 
From 10:00 p.m. and before 5:00 a.m. 
735 Rotation Defined 
736 Employees shall rotate starting times and days off within their selected rotation. 
737 Rotation Selection 
738 All full-time employees shall be permitted to select from daytime, evening or 
night rotations, or from replacement positions by classification seniority, 
provided they possess the skills necessary for that rotation or position (e.g., 
typing, sterile manufacturing, etc.), when an opening in that rotation or position 
exists or when the rotation is significantly changed because of a change in 
staffing requirements. 
739 Exceptions to Rotation 
740 Variations from the Rotation of Work provisions above may be implemented 
subject to the continuing mutual agreement of the Employer and the Union. 
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741 Days Off and Starting Times 
742 To the extent possible, the Employer shall strive to schedule all full-time 
employees consecutive days off and uniform starting times each workweek. 
743 Rest Periods 
744 An employee working more than six (6) hours in a workday shall receive two 
(2) fifteen (15) minute uninterrupted rest periods during such day. The first 
rest period shall be given during the first half of the employee's schedule and 
the second period during the second half of such workday. 
745 An employee working more than two (2) hours and not more than six (6) hours 
shall receive one (1) fifteen (15) minute uninterrupted rest period. This shall be 
given during the first four (4) hours of the employee's schedule. Employees 
working two (2) or more continuous hours of overtime in a day will be given 
one (1) additional fifteen (15) minute uninterrupted rest period. 
746 Insofar as practicable, rest periods shall be in the middle of each work period. 
747 Legal Proceedings 
748 Any employee served with a legal notice, citation, or subpoena which involves 
any facet of the Employer's operation, or which may require the employee to 
appear in legal proceedings during scheduled work time, shall immediately 
inform the Employer of such service. 
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749 Employees shall be paid as time worked under the terms of this Agreement for 
time spent at appearances or standby in legal proceedings at the request of 
the Employer. 
750 Time Records 
751 The Employer shall furnish forms, either time cards or other time records, on 
which the employee shall be required daily to record time worked on each day. 
Such daily record shall be verified by the Employer and employee at least 
biweekly and shall be available for inspection upon request by the Union 
representative entitled to such information. The Employer shall provide full-
time employees with accrued Vacation and Sick Leave on their pay stub each 
pay period. 
752 Sunday Guarantee 
753 Any employee who works on a Sunday shall be guaranteed eight (8) hours of 
work upon reporting for work and such hours may not be canceled. A full-time 
employee who does not want to work an eight (8) hour shift may, by mutual 
written agreement with supervision, work fewer hours and be paid only for 
hours worked. On Sunday schedules, if eight (8) hour shifts create 
unnecessary overlapping of employees, the Employer may schedule part-time 
employees for four (4) hours or more, but the number of such part-time 
employees shall not exceed the number of full-time employees on said 
Sunday. 
754 Voluntary Exchange of Schedules 
755 Where employees request Employer approval to exchange scheduled hours of 
work or scheduled days off, the Employer shall not allow the employee(s) to 
exchange scheduled hours of work or scheduled days off if such exchange of 
schedules would result in a violation of applicable State or Federal laws. 
Where the voluntary exchange of scheduled days off would result in less than 
ten (10) hours between shifts, the penalty overtime provisions shall not apply. 
Prior Employer approval in writing of such exchange of scheduled hours of 
work or scheduled days off shall be required. 
756 Part-time Additional Hours 
757 A part-time employee shall have the right to claim within the employee's 
assigned licensed pharmacy all part-time hours when such hours become 
available up to eight (8) hours per day and forty (40) hours per week for which 
available, based on classification seniority over other part-time employees 
provided such part-time employee has the qualifications and ability to perform 
the duties of the position claimed. 
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758 Call-Back 
759 When an employee is called back to work after completing a normal workday, 
the employee shall receive not less than four (4) hours of pay at time and one-
half (1 1/2). Such pay shall commence at the time the employee arrives at the 
licensed pharmacy and shall end when the employee leaves the licensed 
pharmacy. If the immediate work necessitating the call-back is accomplished 
in less than four (4) hours, at the Employer's discretion, the employee may be 
assigned to other work of the same general type for which the employee is 
qualified. An employee who does not want to work a four (4) hour shift may, by 
mutual written agreement with supervision, work fewer hours and be paid only 
for hours worked. 
800 ARTICLE VIII - WORK/LIFE/BALANCE/TIME OFF PROGRAM 
801 Effective June 1, 2001 the program consists of Designated Holiday. Vacation 
Sick Leave, and Life Balance days. 
802 Section 1 - Designated Holidays 
803 Designated Holidays 
804 Employees shall be eligible for six (6) paid designated holidays effective on 
his/her date of hire. The following shall be recognized as paid designated 
holidays: 
New Year's Day Labor Day 
Memorial Day Thanksgiving Day 
Independence Day. Christmas Day 
805 Designated Holiday Schedule 
806 Alt designated holidays will be observed on the actual calendar day they fall, 
and all conditions and benefits applying to such designated holiday will be in 
effect on that day. However, if the designated holiday falls on a Saturday and 
the licensed pharmacy or specific nonlicensed work location is normally closed 
on Saturday, the designated holiday will be observed on the preceding Friday. 
Further, if the designated holiday falls on Sunday and the licensed pharmacy 
or specific nonlicensed work location is normally closed on Sunday, the 
designated holiday will be observed on the following Monday. 
807 In the event any deviation from the Holiday Schedule listed above is proposed 
by the Employer, the parties will meet to discuss the issue. There will be no 
deviation from the schedule unless there is mutual agreement among the 
parties. 
808 Designated Holiday Worked and Holiday Payment 
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809 Work performed by an employee on a designated holiday listed in Paragraph 
804, shall be compensated at two and one-half (2 1/2) times the regular rate of 
pay, plus any applicable premium or shift differential(s) for all hours worked on 
the designated holiday. 
810 When a payday falls on any designated holiday listed in Paragraph 804, 
employees shall be paid on the day immediately preceding the designated 
holiday. 
811 Designated Holiday Guarantee 
812 An employee who works on a designated holiday shall be guaranteed eight (8) 
hours of work on such designated holiday, unless the hours are continuous 
with work on another day. An employee may agree on less work and 
corresponding pay where the employee does not want to work an eight (8) 
hour shift and the Employer can accommodate the employee's desire in this 
regard. An employee who does not want to work the eight (8) hour holiday 
guarantee may, by mutual written agreement with supervision, work fewer 
hours and be paid only for hours worked. 
813 Hours worked during the twenty-four (24) hour workday period of the 
designated holiday shall be compensated at the designated holiday premium 
rate as set forth in this Article, and each hour so compensated shall apply 
toward the eight (8) hour holiday guarantee. 
814 Requirements for Designated Holiday Pay 
815 No employee shall receive pay for any designated holidays not worked unless 
such employee has reported for work on his/her regular working day next 
preceding and next following said designated holiday. Employees shall be 
deemed to have reported for work if absence on said day before and said day 
after the designated holiday is due to express permission from or action of the 
Employer, provided the employee has worked during the designated holiday 
week, except that if the employee is absent during the entire designated 
holiday week due to illness or injury or bereavement leave. Employees shall 
not be eligible for designated holiday pay while on unpaid leave of absence. 
Employees who are scheduled to work on a designated holiday and fail to 
report due to illness or injury will not be eligible for designated holiday not 
worked pay, but may receive Sick Leave pay to the extent that Sick Leave 
hours are available in their account. 
816 During the first thirty (30) days of employment, a probationary employee may 
be terminated prior to a designated holiday without being paid for such 
designated holiday even though said employee has worked during the 
designated holiday week. 
817 Designated Holiday Work Schedule and Notification 
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818 Employees may request assignment or nonassignment to work a designated 
holiday on the basis of classification seniority. Should all employees exercise 
seniority for nonassignment, the Employer shall assign employees by inverse 
seniority, beginning with the least senior employee, to work the holiday. 
However, before assigning the least senior employee within the classification, 
the Employer may first offer the holiday hours by bargaining unit seniority to 
any bargaining unit employee within the licensed pharmacy who can perform 
the job. 
819 The Employer shall solicit employees for designated holiday work schedules 
sufficiently in advance to permit application of seniority to determine the 
designated holiday work schedule a minimum of one (1) week prior to the 
holiday. 
820 Employees scheduled off on a designated holiday listed in Paragraph 804 may 
request assignment or nonassignment to work a fifth (5th) day in a designated 
holiday week at straight time pay on the basis of classification seniority within 
the classification at the licensed pharmacy or specific nonlicensed work 
location. Should all employees elect nonassignment, the Employer may assign 
employees to work a fifth (5th) day at straight time pay within the classification 
by inverse classification seniority. 
821 Unworked Designated Holiday Pay 
822 Unworked designated holiday pay for full-time employees shall be calculated at 
the employee's straight time hourly rate times eight (8) hours. Paid unworked 
designated holidays shall not be considered as time worked for the purpose of 
calculating overtime. 
823 Unworked designated holiday pay for part-time employees shall be five percent 
(5%) of the hours paid the employee during the two (2) preceding pay periods, 
except that in computing pay for the New Year's holiday, the same period of 
time used in computing pay for the Christmas holiday shall be used. No 
employee shall receive more than eight (8) hours of unworked designated 
holiday pay. 
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824 Designated Holiday Falling During Vacation or Sick Leave, or Life Balance Day 
Usage 
825 If a designated holiday occurs during an authorized Vacation. Sick Leave. Life 
Balance period or during an authorized paid leave of absence taken in 
conjunction with the Vacation/Life Balance Period, the employee shall receive 
eight (8) hours of unworked designated holiday pay for that designated holiday. 
If a paid holiday falls within the scheduled Vacation/Life Balance period of an 
employee, an additional day of Vacation/Life Balance Day with full pay, or an 
additional day's pay in lieu of the holiday will be granted at the option of the 
employee. The employee shall indicate their option only at the time they 
schedule their Vacation/Life Balance Day (Paragraph 855). 
826 Designated Holiday Falling on Employee's Day Off 
827 If a full-time employee's regularly scheduled day off falls on a designated 
holiday, he/she has the option of receiving straight time pay for the holiday not 
worked or scheduling a substitute day off, by mutual agreement with 
supervision, within thirty (30) days preceding or thirty (30) days following the 
holiday with eight (8) hours holiday not worked pay. It is the employee's 
responsibility to exercise this option during the pay period preceding the 
holiday. If the Employer is not contacted prior to the holiday, the Employer will 
pay the unworked holiday at eight (8) hours straight time. 
828 Section 2 - Vacation 
829 Vacation Eligibility Date 
830 The Vacation eligibility date determines the employee's accrual rate and is their 
date of hire, unless it is adjusted for unpaid leaves of absence or for the period 
of time that the employee worked in an ineligible status in another employee 
group. 
831 An employee shall not forfeit any accrued rights earned prior to the 
commencement of the leave during an authorized leave of absence without 
pay. 
832 The Vacation eligibility date shall mean that period of continuous employment 
with the Employer, less any unpaid leave of absence from employment which 
exceeds sixty (60) days. Leaves of absence of sixty-one (61) days or more will 
be deducted in their entirety from the eligibility date. 
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Hours per 
Month 
6.67* 
10.00* 
13.33* 
16.67* 
Days per 
Month 
.83* 
1.25* 
1.66* 
2.08* 
Days per 
Year 
10. 
15. 
20. 
25. 
833 Vacation Schedule 
834 Effective June 1. 2001 each full-time employee shall accrue Vacation hours on 
a monthly basis in accordance with the following schedule: 
Length of Service 
0-4 Years 
5-8 Years 
9-11 Years 
U Years or More 
*Rounded to 2 decimal points 
835 Part-time employees will accrue prorated Vacation hours in accordance with 
the above schedule(s) on the basis of an average of straight time hours paid 
during the preceding two (2) pay periods. 
836 Vacation Pay 
837 Employees shall not receive their shift differential with Vacation Pay. Vacation 
Pay shall be at the base hourly wage rate the employee is receiving on the 
date time off is taken. 
838 Vacation Pay shall not be considered as time worked for the purposes of 
calculating overtime. 
839 Vacation Accumulation 
840 Effective June 1. 2001 employees may accumulate up to a maximum of two 
times their annual accrual. 
841 Vacation Pay at Termination or Retirement 
842 An employee who terminates employment or retires will receive payment for all 
accrued and unused Vacation at the base hourly wage rate the employee is 
receiving on that date. 
843 Requesting Scheduled Vacation Benefits 
844 Employees taking less than one (1) week of Vacation will be paid based on 
their regularly scheduled hours for each day of Vacation taken. 
21 
845 Full-time employees taking one (1) week of Vacation will be paid for forty (40) 
hours of Vacation. Part-time employees taking one (1) week of Vacation have 
the following two (2) options for weekly payment: pay based on the average 
hours worked in the two (2) preceding pay periods or forty (40) hours. 
846 Vacation Scheduling 
847 Vacation requests for an employee's maximum annual entitlement in 
increments of one (1) week or more must be submitted in writing to the 
employee's immediate supervisor prior to November 15 of each year. The 
approved Vacation schedule shall be posted by December 15 of each year and 
shall apply from January 1 through December 31. Should a conflict arise in 
Vacation requests received, the supervisor and/or department head shall use 
the employee's classification seniority as a basis for granting Vacation 
requests only if such requests were submitted in a timely manner. For those 
employees choosing to divide their Vacation period into three (3) or more 
increments, seniority will apply only on the first (1st) and second (2nd) choice 
of Vacation increment for each calendar year. Nothing in this Paragraph shall 
preclude the Employer from posting the schedule earlier, if possible. 
848 Vacation Planning Schedule 
849 The Employer and the Union, by mutual agreement, shall establish Vacation 
Planning Schedules within each Area Pharmacy operation in which 
classification seniority shall apply. 
850 Employees who transfer between locations and/or classifications must 
reschedule their Vacation utilizing open weeks if there is a conflict. 
851 An employee with more than two (2) years of continuous service may, upon 
request, be granted a leave of absence of one (1) week without pay, to be 
taken with the Vacation subject to efficiency of operations, provided the leave 
of absence does not interfere with the Vacation selection of other employees. 
852 An employee may request, in writing, advanced Vacation pay fourteen (14) 
days prior to taking scheduled Vacation, and such advanced Vacation 
paycheck will be made available to the employee by the last day of work prior 
to starting the Vacation period. 
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853 Insofar as practical, Vacation will be granted at the time desired by employees 
regardless of the time of year. However, when efficient operation of the facility 
does not permit granting Vacation requests, the Employer retains the final right 
to schedule Vacation. 
854 Requests for Vacation in increments of less than five (5) days must be made 
fourteen (14) calendar days before a desired date. The employee may request 
and may receive an available existing date, subject to staffing needs and 
efficiency of operations. Vacation may be taken in less than weekly 
increments and shall not be unreasonably denied, subject to the efficiency of 
operations. 
855 Employees on an unpaid leave of absence continue to accrue Vacation and 
Sick Leave while on said leave for a maximum of thirty (30) days. 
856 Industry Vacation 
857 Additional vacation pay based on industry experience shall be provided in 
accordance with the provisions of the Vacation Trust Fund. Said additional 
vacation pay shall be paid to the employee by the Employer together with the 
vacation pay that is due from the Employer as set forth above. The additional 
amount of vacation pay paid to the employee because of industry experience 
shall be reimbursed to the Employer from the Trust Fund, in accordance with 
the procedures established by the Trustees of said Fund. The Employer shall 
pay the difference between the vacation allowance under this clause and the 
amounts reimbursable under the Industry Trust Fund provisions of the 
contract. The Employer shall be required to give vacation time off based on 
the number of weeks of vacation due the employee from the Employer. At the 
employee's option, the Employer shall either give vacation time off or pay in 
lieu of time off based on the number of weeks or the equivalent amount of 
money the employee is eligible for from the Vacation Trust Fund. 
858 Vacation In-Service Cash Out Option 
859 Eligible employees may elect to cash out vacation annual elected period hours 
in accordance with existing Employers policy 
860 Section 3 - Sick Leave Bank and Income/Extended Income Protection Plan 
861 Each full time employees shall accrue 1.25 days (10 hours) of sick leave on a 
monthly basis. 
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862 Part-time employees shall accrue prorated sick leave hours in accordance with 
the above rate on the basis of an average of straight time hours paid during the 
preceding two (2) pay periods. 
863 There shall be an unlimited accrual of sick leave. 
864 Sick Leave shall not be considered as time worked for purposes of computing 
overtime. 
865 Employees shall not receive their shift differential with Sick Leave pay. Sick 
Leave pay shall be at the base hourly wage rate the employee is receiving on 
the date Sick Leave is taken. 
866 Income Protection and Extended Income Protection 
867 Employees who are compensated an equivalent of twenty (20) hours or more 
per week shall be provided with Income Protection Plan and Extended Income 
Protection Plan. Whether the employee is eligible for Income Protection or 
Extended Income Protection is based on their length of service. 
868 Employees with less than two (2) calendar years of service, Income Protection 
benefits shall be payable upon the exhaustion of the Sick Leave Bank for the 
duration of one (1) year from the date the employee first (1st) became disabled 
or when no longer disabled, whichever is less. 
869 Employees with two (2) or more calendar years of service, Extended Income 
Protection benefits shall be payable after the exhaustion of Sick Leave or three 
(3) months of disability, whichever is later, and shall continue for the duration of 
five (5) years from the date the employee became disabled or is no longer 
disabled or if over age sixty (60) according to the Duration of Benefits 
schedule, whichever is less. The Extended Income Protection benefits due to 
psychological related disabilities and/or alcohol/drug abuse are limited to a 
maximum of three (3) years from the date of disability, unless the employee is 
institutionalized at the end of the three (3) year period. In this event, benefits 
would continue to three (3) months following release from the institution. 
870 Income Protection and Extended Income Protection benefits are payable at a 
level of fifty percent (50%) of base hourly rate times scheduled hours per 
month, sixty percent (60%) with integration with other statutory plans or 
seventy percent (70%) with an approved rehabilitation employment program 
(prorated for employees less than full-time). The minimum integrated benefit 
(prorated for employees less than full-time) provided by the program during the 
first (1st) year of disability will not be less than one thousand dollars 
($1,000.00) per month. 
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871 Income Protection and Extended Income Protection coverage terminates at the 
end of employment or upon transfer to an ineligible status. 
872 The intent of the above Income Protection and Extended Income Protection 
language is to provide a summary of benefits available. Income Protection and 
Extended Income Protection benefits are governed by the Employer's contract 
with the insurance company. 
873 Integration of and Vacation Bank with State Disability Insurance or Workers' 
Compensation 
874 Employees who are eligible for basic State Disability Insurance (SDI) benefits 
or Workers' Compensation (WC) benefits shall have their Vacation or Sick 
Leave Bank integrated with paid SDI or WC benefits, so that combined 
SDI/WC pay and Vacation/Sick Leave pay totals normal straight time salary. 
The reduced amount of Vacation or Sick Leave payment shall then be charged 
against the employee's Vacation or Sick Leave. All contractual provisions as 
specified in Article XII, Leaves of Absence, will apply. In the payment to an 
employee on Vacation or Sick Leave, disability, or Workers' Compensation, the 
Employer will deduct taxes in accordance with Federal and State laws. 
875 It is the employee's responsibility to promptly file claims for any eligible 
compensation benefits, and to report the amount of such benefits to the 
Employer's Personnel Office. 
876 Supplementary Disability Benefits 
877 Supplementary Disability Benefits will be provided in accordance with 
provisions of the Trust Fund. 
878 Doctor's Certificate 
879 A doctor's certificate or other authoritative verification of illness may be 
required only where the Employer has evidence of excessive illness or where 
the employee otherwise gives reasonable cause to suspicion the absence by a 
pattern of absences. Upon the exhaustion of an employee's sick leave 
account during an extended medical absence of more than thirty (30) calendar 
days, accrued vacation hours may be converted to sick leave hours, in forty 
(40) hour increments, at the request of the employee. Vacation hours which 
are converted to sick leave and are not used by the employee shall be returned 
to the employee's vacation account upon the employee's return to work. Such 
vacation hours are considered converted sick leave hours rather than accrued 
sick leave hours. 
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880 Section 3 - Life Balance Days 
881 Life Balance Days 
882 Effective June 1. 2001, full-time employees shall commence Life Balance 
accrual of 3.33 hours per month to a maximum of 40 hours per year, at any 
given time. Part-time employees will accrue Life Balance Days on a prorated 
basis based on hours paid (up to a maximum of eighty (80) hours per pay 
period) in the previous two (2) pay periods. The above notwithstanding, 
employees hired after June 1. 2001 will commence accrual first day of the 
month following their date of hire. 
883 Life Balance Days may be used for any reason the employees choose without 
restriction and may be used for less than a full day. In the event an employee 
elects to utilize Life Balance Days in conjunction with vacation, those Life 
Balance Days may be granted only after the vacation selection process 
outlined in Article VIII Section 2 of this Agreement. The Life Balance Days will, 
insofar as possible, be granted on the day(s) most desired by the employees. 
Reguests for Life Balance Davsfs) will be made 72 hours in advance and 
subject to Departmental Approval. The Employer, at its option, may also 
approve reguests made less than 72 hours in advance. Employees reguest 
have preference as to their choice based upon classification seniority. Life 
Balance Day reguests will be considered for anytime of the calendar year and 
shall be granted in an emergency situation. In the event that a reguestfs) for a 
Life Balance(s) Day is continuously denied and not rescheduled by the 
Employees, the parties will meet, upon the Union's reouest. to determine the 
appropriate resolution. Life Balance Days may be donated to another 
benefited employee. Life Balance Days that are accrued, and not used, are 
paid out upon termination, retirement or transfer to an ineligible status. 
884 Once granted, a more senior Employee shall not be able to displace the 
granted individual. 
885 Life Balance in Conjunction With Vacation 
886 An employee may utilize Life Balance days in conjunction with vacation. The 
granting of Life Balance days in conjunction with vacation shall occur only after 
the annual vacation granting has occurred. 
26 
900 ARTICLE IX - SENIORITY 
901 Definition of Seniority 
902 Bargaining unit seniority shall be determined on the basis of the latest date of 
hire into the bargaining unit. Classification seniority shall be determined on the 
basis of the latest date of entering the classification except as provided in 
Paragraph 915. Employees on military leave, or on industrial disability leave, 
shall continue to accumulate seniority. Employees on layoff shall retain their 
accumulated seniority but shall not accumulate further seniority unless 
returned to work. 
903 Vacation and Work Schedule Preference 
904 Employees shall be given their preference for work schedule assignments and 
scheduled Vacation in accordance with their position in their classification 
seniority within their assigned licensed pharmacy, or the appropriate work unit 
designation in accordance with the Vacation Planning Schedule. 
905 Written work schedule preference requests must be on file with supervision 
prior to a work schedule opening. Employees may submit a first and second 
preference. 
906 Overtime Scheduling 
907 Scheduled overtime shall be offered by classification seniority within the 
licensed pharmacy. Unscheduled overtime shall be offered by classification 
seniority to those employees present when the need for overtime arises. 
Unclaimed overtime whether scheduled or unscheduled, before being assigned 
to the least senior employee(s) within a classification who shall be required to 
work the overtime, will first be offered by bargaining unit seniority to any 
member of the bargaining unit within the licensed pharmacy who can perform 
the work. 
908 Job Posting 
909 Notices of all job openings within the bargaining unit shall be posted by the 
Employer at the licensed pharmacy where the opening exists, and at all other 
licensed pharmacies within an Area Pharmacy Operation. The job posting 
notice may include special qualifications for the classification, and will be 
posted for seven (7) calendar days with the exact beginning and ending 
posting date. Such notice will be posted simultaneously at all appropriate 
locations. Any employee who is going on vacation who desires to be 
considered by management for promotion or lateral transfer must notify 
management in writing of such interest before going on vacation. 
910 Bidding on Posted Openings 
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911 After completion of an initial probationary period of at least ninety (90) calendar 
days in a position, employees shall be allowed to submit a request on a 
Transfer Request form provided by the Employer for posted jobs in higher-
rated or lateral classifications available within their Area Pharmacy Operation. 
Further, employees may submit requests in advance for change in jobs outside 
their Area Pharmacy Operation and such forms will be maintained for a six (6) 
month period from date of submission unless withdrawn by the employee. As 
openings arise, the Area Personnel Office will submit such Transfer Requests 
for specific jobs to supervisors in licensed pharmacies where job openings 
occur. Where two (2) or more employees have submitted requests for the 
same job, seniority, as defined in Paragraphs 902 and 912, shall prevail where 
qualifications to perform the work of the new job are relatively equal. Where 
the seniority of two (2) or more employees bidding for the job opening is the 
same, the date of the individual employee's original employment application 
shall be used to determine the senior employee. If an issue of seniority 
remains, representatives of the parties will meet to resolve the matter. An 
employee may be denied an opening regardless of seniority, if said employee 
has a current Final Warning - Notice of Disciplinary Action in file. 
912 Employees who successfully bid on a posted position shall not be 
unreasonable delayed in assuming the new position. 
913 An employee who is voluntarily reassigned pursuant to Article IX shall have 
seven (7) calendar days to change their mind and upon written reguest. shall 
be returned to their former position. This right shall be available only once 
during the term of the agreement. If additional circumstances occur, the Union 
and the Company will meet and confer. 
914 For bidding and reduction in force purposes only, the Lancaster, Lancaster 
Annex and Palmdale pharmacies will be considered as an Area Pharmacy 
Operation. 
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915 Temporary Position 
916 If a position opens on a temporary basis, it will be treated as any job opening 
for bidding purposes. When a temporary position ceases to exist, the 
employee holding the position will return to his or her former job and 
employees displaced as a consequence can similarly return to their former 
position. If a temporary position becomes permanent, it must be posted as a 
permanent job. Employees awarded a temporary position will not accumulate 
classification seniority and wilt not have area seniority while assigned to said 
position, but will retain and continue to accumulate classification seniority and 
will maintain area seniority on his or her permanent position. 
917 Reduction in Force 
918 Reduction in force will be accomplished by classification and status within each 
licensed pharmacy. 
919 A full-time employee whose position has been eliminated due to a force 
reduction may exercise classification seniority to displace the least senior full-
time employee in the same classification within the licensed pharmacy. 
920 If unable to retain any full-time position at the licensed pharmacy, the displaced 
employee may exercise classification seniority to displace the least senior full-
time employee in the same classification, within the Area Pharmacy 
Operations. Or the employee may have the option of remaining in the licensed 
pharmacy by going to the next step. 
921 If unable to retain any full-time position in the same classification, the displaced 
employee may exercise bargaining unit seniority to displace the least senior 
full-time employee in the next lower classification, within the licensed 
pharmacy. 
922 For bidding and reduction in force purposes only, the Lancaster, Lancaster 
Annex and Palmdale pharmacies will be considered as an Area Pharmacy 
Operation. 
923 If unable to retain a full-time position at the, licensed pharmacy, the displaced 
employee may exercise bargaining unit seniority to displace the least senior 
employee in the next lower classification, and in descending classifications 
thereafter, within the Area Pharmacy Operations. 
924 If unable to retain any full-time position within the Area Pharmacy Operations, 
the displaced employee may exercise seniority as indicated below to displace 
the least senior part-time employee in the following order: 
First: In the same classification within the licensed pharmacy by 
classification seniority. 
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Second: In the same classification within the Area Pharmacy 
Operations by classification seniority. 
Third: In the lower classification within the licensed pharmacy 
bargaining unit seniority. 
Fourth: In lower classifications in descending classification order 
within the Area Pharmacy Operations by bargaining unit 
seniority. 
925 A full-time employee whose position has been reduced in status from full-time 
to part-time may exercise seniority rights in Paragraphs 919, 920, 921 and 923 
in order to retain full-time status. If said employee is unable to retain any full-
time position within the Area Pharmacy Operations, the displaced employee 
will be assigned to the new part-time position and may not exercise 
displacement rights provided in Paragraph 924. 
926 A full-time employee who is unable to retain any position within the 
Area Pharmacy Operations will be laid off. As an exception, employees with 
ten (10) or more years of bargaining unit service may exercise bargaining unit 
service in other licensed pharmacies within the local Union boundaries in the 
order given below prior to being laid off. 
First: To displace the least senior (applying bargaining unit 
.service) full-time employee considering all classifications 
and all licensed pharmacies within the local Union 
boundaries. 
Second: To displace the least senior (applying bargaining unit 
service) part-time employee considering all classifications 
and all licensed pharmacies within the local Union 
boundaries. 
927 A part-time employee whose position has been eliminated due to a force 
reduction may exercise seniority rights on the same basis as full-time 
employees by substituting the term "part-time" for "full-time" in Paragraphs 919, 
920, 921, 923 and 926. 
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928 Paragraph 925 will not apply to part-time employees. A part-time employee 
whose position is reduced in hours will have no seniority displacement rights 
and will be assigned to the reduced position. 
929 A part-time employee who is unable to retain any position within the Area 
Pharmacy Operations will be laid off. 
930 Reduction in Force - General Provisions 
931 An open position is the least senior position (within the status, classification 
and area) in the reduction in force procedure. An open position is defined as a 
position that has been posted for seven (7) calendar days and no employee 
has bid for the position. Open positions in the same status, same classification 
and same area which are over thirty (30) miles from the reduced employee's 
original work location may be accepted or declined. If declined, the reduced 
employee may exercise his/her bumping rights as indicated in Article IX. 
Positions within thirty (30) miles cannot be declined. 
932 No employee may promote in classification or status by exercising seniority 
rights during the course of a force reduction. 
933 In all cases of displacement, the displacing employee must meet the 
requirements for the position and must have the ability to perform the work of 
the employee displaced. However, if the employee fails to meet the 
requirements for the position, the Union and the Employer will meet to discuss 
and resolve, if possible, the placement of the employee. 
934 Employees who are displaced by more senior employees are also affected by 
a force reduction, and may exercise all seniority rights provided in this 
Agreement. 
935 An employee whose position is eliminated due to a force reduction may elect 
layoff status rather than exercising seniority displacement rights. However, an 
employee who elects to exercise seniority rights must do so in the exact order 
specified. 
936 An employee who is to be laid off from a given Union Local jurisdiction may at 
the time of layoff, file a request with the Employer to fill any open job 
classification in a different Union Local jurisdiction, which the said employee 
previously held. The employee must specify the location desired. The 
Employer will only be required to make one offer of placement, and if refused, 
the employee's request is canceled. Employees placed under this provision 
will retain all previously earned seniority, and shall be removed from the recall 
list. 
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937 Employees who are displaced from their classification but not laid off shall 
have their bargaining unit seniority date as their new classification seniority 
date in the lower classification and shall retain their classification seniority in 
the former classification and shall have a one (1) time right of first refusal in the 
event a permanent opening occurs in the classification and status within the 
Licensed Pharmacy from which they were displaced. 
938 The Employer will give as much advance notice as possible to affected 
employees and the Union of a pending reduction in force and will meet with the 
affected Local Union{s) to discuss the implementation of the above reduction in 
force provisions. 
939 Part-time Employees 
940 Part-time employees may use their classification seniority to bid on full-time job 
openings within the same classification at other licensed pharmacies within an 
Area Pharmacy Operation. 
941 Part-time employees- must bid for full-time openings in writing on a form 
provided by the Employer. Bids shall be submitted to supervision. The full-
time job opening shall be awarded by seniority to the qualified bidder. 
942 Recall Rights 
943 A laid off employee or one forced to transfer as a result of a reduction in force 
shall have recall rights for twelve (12) calendar months beginning with the date 
of layoff. Employees shall be recalled by classification seniority. 
944 Loss of Seniority 
945 Seniority shall be lost by: 
1. Voluntary quit. 
2. Three (3) scheduled workdays unreported absence shall be considered 
as a voluntary quit. 
3. Discharge for cause. 
4. Failure to accept and report for work within ten (10) calendar days after 
date of mailing of notice of recall which shall be sent by registered or 
certified letter to the last address shown for the employee on the 
records of the Employer. 
5. Failure to report for work in accordance with the terms of any leave of 
absence, unless the terms are otherwise agreed upon by the Employer 
and the employee. 
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946 General 
947 The Employer will not provide any relocation assistance whatsoever as a result 
of any seniority action. 
948 Any employee whose employment is terminated by the Employer as a result of 
changes in law or because of technical changes shall be given two (2) weeks' 
notice, or two (2) weeks' pay in lieu of such notice. 
1000 ARTICLE X - GRIEVANCES AND ARBITRATION 
1001 Except for grievances alleging wage discrepancies or monetary benefits, any 
and all matters of controversy, dispute or disagreement of any kind or 
character existing between the parties and arising out of or in any way 
involving the interpretation or application of the terms of this Agreement shall 
be presented within thirty (30) calendar days after the employee had 
knowledge of the event or should have had knowledge of the event causing the 
grievance for resolution by the procedures of this Article. All discharge 
grievances shall be filed within ten (10) calendar days from the date an 
employee is advised in writing by the Employer of suspension with the intent to 
discharge. Any grievance not timely filed is deemed waived by the aggrieved 
party. 
1002 Grievance Procedure 
1003 Both the Employer and the Union pledge their continuing efforts to secure 
prompt disposition of requests, complaints and grievances and agree that most 
disputes can be, should be and will be resolved in informal discussion between 
the employee and his/her immediate supervisor. Therefore, each employee is 
encouraged to use this informal discussion as a mechanism to determine if 
his/her issue(s) can be resolved prior to the filing of a formal grievance. 
1004 First Step 
1005 In the event the dispute is not resolved through informal discussion, the Union 
may file a written grievance specifying the nature of the grievance in 
reasonable detail, the provision(s) of the Agreement in dispute, the names of 
the individual or individuals involved, if any, and the remedy demanded with the 
Human Resource Leader or designee. The Union representative and the 
Employer representative shall schedule a grievance hearing with their 
respective members each of whom has authority to adjust the grievance. 
1006 The Human Resource Leader or designee shall respond to the Union 
representative in writing within fifteen (15) calendar days after the grievance 
has been taken up in the First Step. 
1007 Second Step 
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1008 In order to be considered further, an appeal shall be filed with the Regional 
Labor Relations within fifteen (15) calendar days from the date the First Step 
response was received. Upon receipt of the written appeal, a meeting shall be 
held promptly between the Union Representative and the Regional Labor 
Relations Representative, in an attempt to resolve the dispute. The Employer's 
Second Step Representative shall have fifteen (15) calendar days following the 
Second Step meeting to respond to the grievance. The Union shall then have 
fifteen (15) calendar days from the date said response was received to appeal 
the grievance to arbitration. 
1009 Third Step 
1010 If a grievance is not satisfactorily adjusted in the Second Step, the grievance 
may be submitted to an Adjustment Board or to arbitration by written notice to 
the Regional Director of Labor Relations not later than fifteen (15) calendar 
days following receipt of the written answer in the Third Step. 
1011 As an alternative to arbitration and upon mutual agreement, a Board of 
Adjustment may be created, to be composed of two (2) representatives of each 
party, for the purpose of ruling on all claims, disputes and grievances arising 
between the parties over the construction and application of this Agreement, or 
relating to working conditions arising out of this Agreement. Said Board shall 
meet for consideration of any matter referred to it within ten (10) calendar days 
subsequent to a request by the Union. If the Board of Adjustment cannot 
agree on such question referred to it within ten (10) calendar days, the Union 
may then refer the matter to arbitration. 
1012 The decision and award of the Adjustment Board shall be final and binding 
upon the parties. 
1013 Arbitration 
1014 Within fifteen (15) calendar days from the date of appeal of the matter to 
arbitration, the parties shall meet to select an Arbitrator. 
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1015 If the parties cannot agree upon an Arbitrator, the Federal Mediation and 
Conciliation Service shall be requested jointly by the parties to name a panel of 
fifteen (15) Arbitrators. The parties shall then choose the Arbitrator by 
alternately striking a name from the list until one (1) name remains as the 
Arbitrator chosen by the parties and empowered to arbitrate the dispute. 
1016 The Arbitrator shall be authorized to rule upon and issue a decision and award 
in writing on any issue for arbitration, including the question of arbitrability of 
such issue. The decision and award shall be final and binding upon the parties 
to this Agreement. Decisions are to be rendered within thirty (30) calendar 
days of the final presentation of evidence or briefs; extension(s) will be only by 
mutual agreement of the parties. The expenses of the Arbitrator and other 
mutually agreed to expenses shall be borne equally by the parties. Each party 
shall be responsible for the cost of its own representation and witnesses. 
1017 The Arbitrator shall have no power to add to, subtract from, alter, amend, 
modify or project beyond its meaning, any of the terms and provisions of this 
Agreement. 
1018 General 
1019 An employee who wishes to present a payroll error grievance should first 
discuss the matter orally with the immediate supervisor. It is intended that all 
reasonable efforts be made to resolve such grievance. 
1020 The time limits set forth in this Article may be extended upon mutual 
agreement of the parties. Steps of the grievance procedure may be mutually 
waived, but no matter may be appealed to arbitration without having been 
heard by the parties in at least one (1) step of the grievance procedure. 
1021 Where two (2) or more employees are part of a common grievance, the matter 
shall be heard as a single grievance. 
1022 If either party does not respond within the specified time limit(s), the other party 
may proceed to the next step. Any matter not appealed, within specified time 
limit(s) or during an extension thereof is considered settled. 
1023 It is understood that the representative of the parties at each step has the 
authority to resolve the dispute. 
1024 No settlement, or decision of any Arbitrator, shall create a basis for retroactive 
adjustment in any other case. 
1025 Disputes arising as a result of the language or the intent under Article I shall be 
referred directly to the Second Step of the grievance procedure for the purpose 
of resolving expeditiously such disputes. The requirement that the grievance 
be reduced in writing as referred to in Paragraph 1005 shall be waived and the 
Employer shall respond to the Union as soon as possible but not to exceed 
three (3) workdays after the grievance has been taken up in the Second Step. 
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If the dispute is not resolved at the Second Step as revised above for this 
exception, the matter may be mutually referred to the Adjustment Board in 
writing, stating the position(s) of the party. The Adjustment Board shall be 
convened within five (5) workdays. The dispute may be referred immediately 
to arbitration only if the Adjustment Board has failed to resolve the dispute 
within five (5) workdays. Should the Board of Adjustment not be utilized in this 
procedure, the matter may immediately be referred to arbitration after the three 
(3) workday time period of the Second Step has elapsed. 
1100 ARTICLE XI - DISCHARGE 
1101 Discharge for Cause 
1102 The language below is superceded by the provisions of the National 
Agreement as long as the National Agreement is in effect. 
1103 The Employer shall not discharge any employee except for good and sufficient 
cause. It is agreed that in all instances in which the Employer may conclude 
that an employee is to be discharged for good and sufficient cause, the 
employee shall first be suspended. At the time of the suspension of any 
employee, the cause of the pending discharge shall be immediately confirmed 
in writing to the employee by the Employer and a copy of same shall be 
promptly sent to the Union. Suspension with intent to discharge shall be for 
ten (10) workdays. At the time of suspension, the Employer will advise the 
employee in writing of the right to contact the Union for representation within 
five (5) days. During this period of initial suspension, if the employee believes 
there has been unjust treatment, the employee shall promptly file a written 
grievance with the Union. The Union may request a discharge hearing by filing 
a written grievance in the Second Step. 
1104 If the suspension is revoked, the employee shall be returned to employment 
and receive full compensation at the regular rate of pay for the time lost. 
However, the suspension with intent to discharge may be converted to 
disciplinary suspension without pay, providing the Employer can prove just 
cause. In the event the Employer does not compensate the employee for time 
lost or discharges the employee, the Union may, within fifteen (15) calendar 
days, appeal the grievance to the Third Step. 
1105 Disciplinary Meetings 
1106 If circumstances arise where a supervisor intends to issue a Notice of 
Disciplinary Action to an employee concerning work performance, the 
supervisor shall indicate the nature of the Notice of Disciplinary Action to the 
employee prior to the inception of the meeting. The employee may request a 
Union representative to participate at the meeting. 
1107 Warning Notices 
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1108 Employees who are demoted or discharged for incompetency or failure to 
perform work as required (including excessive absenteeism or excessive 
tardiness) shall first have had two (2) prior warnings in writing within twelve 
(12) months preceding the demotion or the discharge of such incompetency or 
of related or similar failure to perform work as required with a copy sent to the 
Union. The employee must initial the warning notice to attest only to having 
received a copy of said warning notice. Warning notices shall be issued only by 
supervisory personnel. 
1109 Notwithstanding the above, for employees engaging in gross misconduct or 
gross negligence, the principle of just cause shall control the determination of 
appropriate discipline, and said principles will determine whether or not prior 
warning notices are required under the circumstances. 
1110 Warning notices shall become void and removed from all personnel records 
after one (1) year, provided there has been no recurrence of the same offense 
for twelve (12) months. If an employee is absent for sixty (60) or more 
calendar days, the entire period will be added to the prescribed time limit for 
current Notices of Disciplinary Action. To satisfy governmental record-keeping 
requirements, copies of such notices shall be permanently maintained in a 
separate file in the local Area Human Resources to which supervisors shall not 
have access. Such notices shall not be used in any disciplinary hearing, Board 
of Adjustment or arbitration hearing related to this Agreement. 
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1111 Upon receipt by the Union of a warning notice, an employee who feels that 
such charge was unfair or unwarranted, or the Union, shall have fifteen (15) 
days from receipt by the Union of such notice to file a grievance concerning the 
Employer's action. 
1200 ARTICLE XII - LEAVES OF ABSENCE 
1201 Eligibility 
1202 Leaves of absence without pay may be granted to full-time and part-time 
employees at the discretion of the Employer. All requests for leaves of 
absence by employees shall be requested in writing on the form provided by 
the Employer. In order to be eligible for a leave of absence, an employee must 
have at least six (6) months of continuous service. However, in the case of 
disabilities related to pregnancy, the six (6) month eligibility requirement is 
waived for the purposes of the medical leave of absence. 
1203 The maximum time limits of a leave of absence as set forth in this Article may 
be extended by mutual agreement between the Employer and the Union. 
1204 Emergency Leave 
1205 Commencing with the first (1st) day of employment any employee may take an 
automatic emergency leave of absence not to exceed two (2) weeks duration 
in the event of certified serious illness or injury of the employee, or serious 
illness, injury or death in the employee's immediate family without prior notice; 
provided that the employee makes every reasonable effort to notify the 
Employer within twenty-four (24) hours of the commencement of said leave. 
Said two (2) weeks automatic emergency leave of absence shall be a part of 
the time limits set forth herein. 
1206 Personal Leave of Absence 
1207 Personal leaves of absence without pay may be granted for justifiable reasons, 
subject to eligibility requirements, for specific time periods not to exceed thirty 
(30) calendar days. Under extenuating circumstances, the Employer shall give 
consideration to a one time extension of a personal leave of absence. 
However, such an extension shall be granted at the discretion of the Employer 
and shall not exceed thirty (30) calendar days. Personal leaves of absence for 
situations covered by Family Leave will not be considered until the maximum 
duration of the Family Leave has been exhausted. 
1208 Family Leave of Absence 
1209 The Employer will comply with the provisions of the California Family Rights 
Act of 1991, as amended, and with the provisions of the Federal Family and 
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Medical Leave Act of 1993, as amended. Any alleged violations of this 
Paragraph must be pursued under the procedures of those Acts. 
1210 Leaves for the situations which are covered by the Family Leave and other 
contractual leave provisions will be considered to run concurrently when 
determining the maximum duration for both types of leave. 
1211 Medical Leave of Absence 
1212 Upon the exhaustion of accrued Sick Leave, a medical leave of absence, 
without pay, for nonoccupational related disabilities, including conditions 
related to pregnancy, shall be granted subject to the eligibility requirements for 
the period of disability, provided the employee furnishes a physician's 
certification setting forth the necessity for such a leave and the anticipated 
duration of the disability. Physician recodification will be required at the 
expiration of each previous certification for continued eligibility. 
1213 Employees with six (6) months or more but less than twelve (12) months of 
continuous service shall be eligible for a medical leave of absence for a 
specific period not to exceed ninety (90) calendar days. Employees with 
twelve (12) or more months of service shall be eligible for a medical leave of 
absence for a specific period of time not to exceed nine (9) months. 
Employees with three (3) or more years of continuous service shall be eligible 
for a medical leave of absence not to exceed 365 calendar days. 
1214 Occupational Injury or Illness Leave of Absence 
1215 Commencing on the first (1st) day of employment, for those absences covered 
by Workers' Compensation, employees will be eligible for an occupational 
injury or illness leave of absence for up to a maximum period of two (2) years. 
Such leaves shall be continuous, provided the employee furnishes a 
physician's certification, until the employee is released by the attending 
physician. 
1216 The Employer will place employees released to return to work from an 
occupational injury or illness without medical restrictions to their former position 
at their regular rate of pay as soon as reasonable, not to exceed seven (7) 
days. 
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1217 The Employer will place employees released to return to work from an 
occupational injury or illness on a temporarily restricted basis in their former 
job, provided the employee can perform the essential functions of the position 
in light of the medical restrictions, or in an appropriate alternate job opening on 
a preferential basis. 
1218 The Employer will place employees released to return to work from an 
occupational injury or illness on a permanently restricted basis in their former 
job provided the employee is physically capable of performing the essential 
functions of the position with or without accommodation. If the employee is 
unable to perform their former job, that employee has the opportunity to bid on 
any job vacancy that he or she is physically capable of and qualified to perform 
per their medical restrictions and limitations. Where there is no appropriate 
job, the Employer will provide all reasonable and necessary 
vocational/rehabilitation training program benefits as approved by the Division 
of Industrial Accidents/Workers' Compensation Appeals Board pursuant to the 
administration of the California Labor Code. 
1219 Occupational injury or illness leave of absence shall be extended throughout 
any period of temporary disability or permanent disability for the defined period 
not be exceed thirty (30) days after the employee has been awarded a 
permanent-disability by the Workers' Compensation Appeals Board. 
1220 Upon release from the attending physician for occupational injury or illness, the 
Employer may request that the employee provide a return-to-work 
authorization containing the name of physician, signature, clarification of 
disability and date released to return to work, in sufficient time to enable the 
Employer to conduct an analysis of the essential functions and reasonable 
accommodations, if any. 
1221 Military Leaves of Absence 
1222 Commencing on the first (1st) day of employment, employees called for 
training duty in the National Guard or any of the reserve units of the United 
States Armed Forces, after furnishing the Employer with a certificate of 
evidence of such service, shall be granted a military leave of absence without 
pay. In those cases where employees are in a reserve status and serve an 
annual two (2) week commitment, employees may request and receive 
vacation pay for the period of absence, if otherwise eligible. In no case will 
employees receive pay, other than vacation pay, for a military leave of 
absence. Prior to the granting of military leave or vacation as referred to 
herein, the Employer may require an employee to submit a copy of the 
appropriate military orders. 
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1223 The Employer shall afford to each employee who applies for reemployment 
after conclusion of his or her military service, such reemployment rights as he 
or she shall be entitled to under the then existing statutes. It is understood that 
the employee must make application for reemployment within the time limits 
specified under the law. 
1224 Reinstatement After a Leave 
1225 Upon return from a leave of absence the employee shall be returned to the job 
and location the employee left. If this is impractical, the employee shall be 
restored to as comparable a job as possible. 
1226 If an employee works for wages during a leave of absence, without receiving 
written permission from both the Employer and the Union, the employee shall 
be considered automatically terminated. 
1227 An employee on a leave of absence who fails to return to work at the expiration 
of said leave should be considered automatically terminated. 
1228 Vacation and Sick Leave Accruals While on Leave of Absence 
1229 Employees on .leave of absence shall not be eligible for benefits of accrued 
Sick Leave or Vacation while on said leave. 
1230 Bereavement Leave 
1231 When a death occurs in the immediate family of an employee, the employee 
shall be entitled to a leave of absence of up to three (3) days with pay. 
Employees shall be entitled to two (2) additional days' leave with pay for out of 
area deaths (100 miles or more) for purposes of travel. Immediate family is 
defined as spouse, sister, brother, daughter, son, mother, father, mother-in-
law, father-in-law, legal guardian, legal ward, grandmother, grandfather, 
grandchildren, stepparents, stepchildren, or any other relative residing in the 
residence of the employee. 
1232 Part-time employees will receive bereavement leave of three (3) calendar days 
for deaths in the area and five (5) calendar days for deaths out of the state and 
will receive pay for scheduled work hours within such three (3) or five (5) day 
periods. 
1233 Educational Leave - Pharmacy Technicians 
1234 Two (2) days paid educational leave will be granted to Pharmacy Technicians 
for attendance at classes, seminars or workshops directly related to the 
functions performed in the course of employment. 
1235 Employee requests for educational leave must be submitted to the supervisor 
of the facility in advance of the program to enable the scheduling for the 
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employee's absence. Consistent with the purposes set forth above, final 
approval for attendance must be obtained from local management. 
1236 The Employer shall give due consideration to any employee who requests 
permission to attend classes, seminars, workshops, etc. which enhance the 
general quality of medical care support services. 
1237 The Employer shall provide periodic educational programs for 
Pharmacy Technicians. Time spent at such programs shall be deducted from 
the employees' educational leave account and shall not be considered as time 
worked for purposes of calculating overtime or premium rates. 
1238 Jury Duty 
1239 When an employee is required to be in any court or courthouse for jury service, 
the employee shall be scheduled for a day shift on each scheduled day of jury 
service and on a Monday through Friday workweek, and shall receive pay 
during such workweek for each day on such jury service at the rate of eight (8) 
hours of straight time pay, except in the case of the part-time employee who 
shall receive pay for the number of hours regularly scheduled on the day in 
question, but not less than four (4) hours, less any wages received for jury 
service. The Employer may require the employee to show proof of jury service 
and the amount of jury pay. On any day of jury service in which an employee 
is excused entirely or in sufficient time to permit him or her to return to work for 
a minimum of one-half (1/2) his or her regular shift, the employee shall be 
required to do so. 
1240 Employees may, with mutual approval of the employee and supervisor, work 
after jury duty service, including weekends, at their straight time hourly rate of 
pay up to eight (8) hours per day and forty (40) hours per week. It is 
understood that the provisions of Paragraph 907 do not apply in these 
circumstances. 
1241 An employee shall be eligible for a maximum of ten (10) days of jury duty pay 
in anyone (1) calendar year. 
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1300 ARTICLE XIII - HEALTH PLAN AND TRUST PROVISIONS 
1301 The Employer agrees to become a party to the respective trust funds 
established by the Local Unions signatory hereto and other employers for the 
purpose of providing Health and Welfare benefits, Dental and Psychiatric Care 
benefits, Prescriptions, Predictive Medicine, Death benefits, Supplementary 
benefits, Industry Vacation, Pension benefits, and Health and Welfare benefits 
for Retirees, for which benefits the employees covered hereby and/or their 
spouses and children are eligible according to the qualifications determined by 
the Trustees, upon the Employer becoming such party. The Employer shall 
contribute to such trust funds the prevailing trust fund contribution rates but not 
in excess of the amounts and for the periods set forth in Appendix B and under 
the conditions set forth in Appendix B. 
1302 Employer contributions to the Southern California Drug Benefit Fund and the 
Southern California Retail Clerks Union and Drug Employers Pension Fund 
shall be paid equivalent to the rates prevailing including any changes in the 
Retail Drug Agreement for the duration of this Agreement. 
1400 ARTICLE XIV - LIFE INSURANCE AND SURVIVOR ASSISTANCE 
1401 Optional Contributory Life Insurance 
1402 A pharmacy employee covered by this Agreement may purchase their choice 
of the following optional life insurance programs at the Employer's cost to be 
effective on the date of hire: 
1403 Accidental Death 
Program Basic Life & Dismemberment 
Program 1 $10,000 $10,000 
Program 2 $20,000 $10,000 
Program 3 $30,000 $10,000 
1404 If an employee who has elected an optional life insurance program becomes 
totally and permanently disabled, part of the basic life coverage will be paid out 
in monthly installments under a Total and Permanent Disability provision. If the 
employee has elected Program 2 or 3, the remainder of his or her basic life 
coverage, not subject to the Total and Permanent Disability provision, would 
remain in full force until the employee attains age sixty-five (65) or returns to 
work. 
1405 Newly hired employees must elect to purchase optional life insurance at the 
time of hire. 
1406 Premiums for this coverage may fluctuate from year to year as they are based 
upon the experience of the group of employees covered. These programs are 
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offered at the group rate charge to the Employer by New York Life Insurance 
Company. 
1407 Survivor Assistance Benefit 
1408 Full-time and part-time employees will be provided with a survivor assistance 
benefit equal to one (1) month's base wages. This benefit is payable to a 
designated beneficiary during the period immediately following the death of the 
employee. 
1500 ARTICLE XV - PHARMACY MEETINGS 
1501 The Employer may from time to time schedule employee meetings within the 
respected area or licensed pharmacies. Time spent at such meetings will be 
considered paid time. No meetings will be scheduled by the Employer to 
conflict with a Union meeting provided three (3) workdays advance notice of 
the Union meeting has been given to the Employer. 
1600 ARTICLE XVI - COMMUNITY DISASTER 
1601 Due to the nature of our medical care organization, it is recognized that a 
major community disaster could require the services of our organization and 
facilities far beyond those normally provided. In the event of such a disaster, 
and in recognition of our obligation to the community, Article VII - Hours of 
Work and Overtime, will be inapplicable during the period that the facilities of 
the organization are made available to non-members as well as members of 
the Kaiser Foundation Health Plan. 
1700 ARTICLE XVII - NONDISCRIMINATION 
1701 There shall not be any discrimination against any person in regard to 
application for employment or hire nor any employee in regard to tenure of 
employment or job status because of race, creed, religion, color, national 
origin, age, sex, physical handicap, mental handicap or veteran status. 
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1800 ARTICLE XVIII - SAFETY AND HEALTH 
1801 In recognition of its obligation under existing Federal and State laws covering 
safety and health, the Employer shall make "every reasonable and necessary 
provision for the safety and health of employees during hours of their 
employment. 
1802 In an effort to correct unsafe conditions regarding safety and health and to 
maintain compliance with regulations under existing laws, the Employer agrees 
that the Union shall have the right to representation on its Area Medical Center 
Safety and Health Committees during the term of this Agreement. The Union 
may appoint one (1) bargaining unit employee to serve on each such 
committee from each Area Pharmacy Operation. 
1803 The Union Safety and Health Committees representatives shall receive their 
normal rate of pay for time spent at Safety and Health Committees meetings. 
1900 ARTICLE XIX - SAVINGS CLAUSE 
1901 The provisions of this Agreement are deemed to be separable to the extent 
that if and when a court adjudges any provision(s) of this Agreement in its 
application between the parties to be in conflict with any local, State or Federal 
law, such decision shall not affect the validity of the remaining provisions of this 
Agreement, but such remaining provisions shall continue in full force and 
effect, provided further,'that in the event any provision or provisions are so 
declared to be in conflict with a law, the parties shall meet for the purpose of 
renegotiation and agreement on provision or provisions so invalidated. 
2000 ARTICLE XX - EXPIRATION AND RENEWAL 
2001 This Agreement shall be effective on October 2, 2000, and shall continue in 
effect to and including February 1, 2007. It shall continue in effect from year to 
year thereafter unless changed or terminated as provided herein. 
2002 In the event the National Agreement is not renewed at the end of its term, this 
Local Agreement provides for a wage reopener November 1, 2005. 
2003 Either party wishing to change or terminate this Agreement must serve written 
notice of desire to amend to the other party at least ninety (90) days prior to 
the expiration date. 
2004 Applicable Federal law which establishes special notice periods for health care 
institutions shall prevail over this Agreement. 
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IN WITNESS WHEREOF, the respective parties hereto have executed this Agreement 
on this 2nd day of October 2000. 
FOR THE EMPLOYER: 
KAISER PERMANENTE 
MEDICAL CARE PROGRAM 
/Si Oliver Goldsmith, M.D. 
Oliver Goldsmith, M.D. 
/SI Richard Cordova 
Richard Cordova 
/SI Thomas Williamson 
Thomas Williamson 
/SI Dany Valenzuela 
Dany Valenzuela 
/SI Don Bruzzi 
Don Bruzzi 
/SI Reginia O'Leary 
Reginia O'Leary 
/SI Albert L Carver 
Albert L. Carver 
/SI Steve Grubman 
Steve Grubman 
/SI Carolyn Gomez 
Carolyn Gomez 
/SI Kyung Togashi 
FOR THE UNIONS: 
ISI Norman G. Bell 
Norman G. Bell, Local 135 
IS/ John C. Sperry 
John C. Sperry, Local 324 
IS/ Ricardo F. Icaza 
Ricardo F. Icaza, Local 770 
IS/ George L. Hartwell 
George L. Hartwell, Local 1036 
IS/ Bill Sauriol 
Bill Sauriol, Local 1167 
IS/ Connie Leyva 
Connie Leyva, Local 1428 
IS/ Michael Straeter 
Michael Straeter, Local 1442 
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Kyong Togoshi 
/S/ Judy Valenzuela 
Judy Valenzuela 
/S/ Arthur Yamamoto 
Arthur Yamamoto 
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APPENDIX A 
WAGE SCHEDULE 
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UFCW, LOCALS 135, 324, 770, 1036, 1167,1442 AND 1428 
PHARMACY CLERKS 
Appendix A 
Wage Schedules 
RATES REFLECTED BELOW INCLUDE BOTH LMP (HIGHLIGHTED) AND NO LMP TRUST CONTRIBUTION 
JOB TITLE 
PHARMACY ASSISTANT 
JC 25162 = NO LMP TRUST CONTRIBUTION 
|JC 25163 = STARTED LMP TRUST CONTRiBUTiON 
EFFECTIVE DATE 
10/02/2000 
10/01/2001 
•01/21/2002 
S T E P 1 
START 
11.184 
11.827 
11.767 
STEP 2 
1 YR 
11.739 
12.414 
12.354 
STEP 3 
2 Y R 
12.385 
13.097 
13.037 
STEP 4 
3 Y R 
13.065 
13.816 
13.756 
STEP 5 
4 Y R 
13.790 
14.583 
14.523 
STEP 6 
5 Y R 
14.526 
15.361 
15.301 
LNG 
10 YR 
14.826 
15.661 
15.601 
LNG 
15 YR 
14.926 
15.761 
15.701 | 
STOPPED LMP TRUST CONTRIBUTION "07/08/2002 
09/30/2002 
I 09/30/2002 
09/29/2003 
I 09/29/2003 
09/27/2004 
I 09/27/2004 
11.827 
12.300 
12.230 
12.792 
12.712 
13.304 
13.224 
12.414 
12.911 
12.841 
13.427 
13.347 
13.964 
13.884 
13.097 
13.621 
13.551 
14.166 
14.086 
14.733 
14.653 
13.816 
14.369 
14.299 
14.944 
14.864 
15.542 
15.462 
14.583 
15.166 
15.096 
15.773 
15.693 
16.404 
16.324 
15.361 
15.975 
15.905 
16.614 
16.534 
17.279 
17.199 
15.661 
16.275 
16.205 
16.914 
16.834 
17.579 
17,499 
15.761 
16.375 
16.305 | 
17.014 
16.934 | 
17.679 
17.599 | 
INVENTORY CONTROL ASSISTANT 
JC 25166 = NO LMP TRUST CONTRIBUTION 
IJC 25164 = STARTED LMP TRUST CONTRIBUTION 
10/02/2000 
10/01/2001 
•01/21/2002 
11.518 
12.180 
12.120 
12.090 
12.785 
12.725 
12.756 
13.489 
13.429 
13.456 
14.230 
14.170 
14.201 
15.018 
14.958 
14.962 
15.822 
15.762 
15.262 
16.122 
16,062 
15.362 
16.222 
16.162 ! 
STOPPED LMP TRUST CONTRIBUTION "07/08/2002 
09/30/2002 
| 09/30/2002 
09/29/2003 
! 09/29/2003 
09/27/2004 
j 09/27/2004 
12.180 
12.667 
12.597 
13.174 
13.094 
13.701 
13.621 
12.785 
13.296 
13.226 
13.828 
13.748 
14.381 
14.301 
13.489 
14.029 
13.959 
14.590 
14.510 
15.174 
15.094 
14.230 
14.799 
14.729 
15.391 
15.311 
16.007 
15.927 
15.018 
15.619 
15,549 
16.244 
16.164 
16.894 
16.814 
15.822 
16.455 
16.385 
17.113 
17.033 
17.798 
17.718 
16.122 
16.755 
16.685 
17.413 
17.333 
18.098 
18.018 
16.222 
16.855 
16.785 i 
17.513 
17.433 ! 
18.198 
18.118 | 
INPATIENT PHARMACY TECH 
JC 47154 = NO LMP TRUST CONTRIBUTION 
|JC 47159 = STARTED LMP TRUST CONTRIBUTION 
10/02/2000 
10/01/2001 
'01/21/2002 
12.342 
13.052 
12.992 
13.044 
13.794 
13.734 
13.789 
14.582 
14.522 
14.575 
15.413 
15.353 
15.405 
16.291 
16.231 
16.268 
17.203 
17.143 
16.568 
17.503 
17.443 
16.668 
17.603 
17.543 | 
STOPPED LMP TRUST CONTRIBUTION "07/08/2002 
09/30/2002 
i 09/30/2002 
09/29/2003 
j 09/29/2003 
09/27/2004 
j 09/27/2004 
13.052 
13.574 
13.504 
14.117 
14.037 
14.682 
14.602 
13.794 
14.346 
14.276 
14.920 
14.840 
15.517 
15.437 
14.582 
15.165 
15.095 
15.772 
15.692 
16.403 
16.323 
15.413 
16.030 
15.960 
16.671 
16.591 
17.338 
17.258 
16.291 
16.943 
16.873 
17.621 
17.541 
18.326 
18.246 
17.203 
17.891 
17.821 
18.607 
18.527 
19.351 
19.271 
17.503 
18.191 
18.121 
18.907 
18.827 
19.651 
19.571 
17.603 
18.291 
18.221 | 
19.007 
18.927 | 
19.751 
19.671 | 
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UFCW, LOCALS 135, 324, 770, 1036,1167,1442 AND 1428 
PHARMACY CLERKS 
RATES REFLECTED BELOW INCLUDE BOTH LMP (HIGHLIGHTED) AND NO LMP TRUST CONTRIBUTION 
STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 LNG LNG 
J O B TITLE EFFECTIVE DATE START 1 YR 2 YR 3 YR 4 YR 5 YR 10 YR 15 YR 
INTERN PHARMACIST 10/02/2000 12.496 13.244 14.039 14.881 
JC 67140 = NO LMP TRUST CONTRIBUTION 10/01/2001 13.215 14.006 14.846 15.737 
UC 6714S a STARTED LMP TRUST CONTRIBUTION 
STARTED STEP INCREASE PLACEMENT BASED ON EDUCATION 
STOPPED LMP TRUST CONTRIBUTION 
'01/21/2002 
05/27/2002 
I 05/27/2002 
"07/08/2002 
09/30/2002 
I 09/30/2002 
09/29/2003 
j 09/29/2003 
09/27/2004 
I 09/27/2004 
13.155 
15.000 
14.940 
15.000 
15.600 
15.530 
16.224 
16.144 
16.873 
16.793 
13.946 
15.650 
15.590 
15.650 
16.276 
16.206 
16.927 
16.847 
17.604 
17.524 
14.786 
16.300 
16.240 
16.300 
16.952 
16.882 
17.630 
17.550 
18.335 
18.255 
15.677 | 
17.000 
16.940 | 
17.000 
17.680 
17.610 | 
18.387 
18.307 | 
19.122 
19.042 | 
OUTPATIENT PHARMACY TECH 10/02/2000 12.342 13.044 13.789 14.575 15.405 16.268 16.568 16.668 
JC 47157 = NO LMP TRUST CONTRIBUTION 10/01/2001 13.052 13.794 14.582 15.413 16.291 17.203 17.503 17.603 
UC 47160-STARTED LMP TRUST CONTRIBUTION '01/21/2002 12.992 13.734 14.522 15.353 16.231 17.143 17.443 17.543 I 
STOPPED LMP TRUST CONTRIBUTION "07/08/2002 13.052 13.794 14.582 15.413 16.291 17.203 17.503 17.603 
09/30/2002 13.574 14.346 15.165 16.030 16.943 17.891 18.191 18.291 
| 09/30/2002 
09/29/2003 
i 09/29/2003 
09/27/2004 
! 09/27/2004 
13.504 
14.117 
14.037 
14.682 
14.602 
14.276 
14.920 
14.840 
15.517 
15.437 
15.095 
15.772 
15.692 
16.403 
16.323 
15.960 
16.671 
16.591 
17.338 
17.258 
16.873 
17.621 
17.541 
18.326 
18.246 
17.821 
18.607 
18.527 
19.351 
19.271 
18.121 
18.907 
18.827 
19.651 
19.571 
18.221 | 
19.007 
18.927 j 
19.751 
19.671 | 
OUTPATIENT PHARMACY TECH TRAINEE 10/02/2000 11.184 
JC 47158 = NO LMP TRUST CONTRIBUTION 10/01/2001 11.827 
|JC 47161 "STARTED LMP TRUST CONTRIBUTION *01/21/20Q2 1 1-797 
STOPPED LMP TRUST CONTRIBUTION "07/08/2002 11.827 
09/30/2002 12.300 
I 09/30/2002 
09/29/2003 
I 09/29/2003 
09/27/2004 
I 09/27/2004 
12.230 
12.792 
12.712 
13.304 
13.224 
] 
I 
I 
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UFCW, LOCALS 135, 324, 770, 1036, 1167,1442 AND 1428 
PHARMACY CLERKS 
RATES REFLECTED BELOW INCLUDE BOTH LMP (HIGHLIGHTED) AND NO LMP TRUST CONTRIBUTION 
JOB TITLE 
LEAD PHARMACY ASSISTANT 
JC 25169 = NO LMP TRUST CONTRIBUTION 
|JC 25165 = STARTED LMP TRUST CONTRIBUTION 
EFFECTIVE DATE 
10/02/2000 
10/01/2001 
*01#1/2002 
S T E P 1 
START 
11.518 
12.180 
12-120 
STEP 2 
1 YR 
12.090 
12.785 
12.725 
STEP 3 
2 Y R 
12.756 
13.489 
13.429 
STEP 4 
3 Y R 
13.456 
14.230 
14.170 
STEP 5 
4 Y R 
14.201 
15.018 
14,958 
STEP 6 
5 Y R 
14.962 
15.822 
15.762 
LNG 
10 YR 
15.262 
16.122 
16.062 
LNG 
15 YR 
15.362 
16.222 
16.162 I 
RATE INCREASE 
STOPPED LMP TRUST CONTRIBUTION 
04/28/2002 
! 04/28/2002 
"07/08/2002 
09/30/2002 
j 09/30/2002 
09/29/2003 
j 09/29/2003 
09/27/2004 
t 09/27/2004 
12.827 
12.767 
12.827 
13.340 
13.270 
13.874 
13,794 
14.429 
14.349 
13.414 
13.354 
13.414 
13.951 
13.881 
14.509 
14.429 
15.089 
15.009 
14.097 
14.037 
14.097 
14.661 
14391 
15.247 
* 15.167 
15.857 
15.777 
14.816 
14.756 
14.816 
15.409 
15.339 
16.025 
15,945 
16.666 
16.586 
15.583 
15,523 
15.583 
16.206 
16,136 
16.854 
18,774 
17.528 
17.448 
16.361 
16.301 
16.361 
17.015 
16.945 
17.696 
17.816 
18.404 
18.324 
16.661 
16.601 
16.661 
17.315 
17.245 
17.996 
17,916 
18.704 
18.624 
16.761 
16.701 | 
16.761 
17.415 
17.345 i 
18.096 
-JMJ6J 
18.804 
_ ! i ^ U 
GRADUATE INTERN PHARMACIST 
JC 67141 = NO LMP TRUST CONTRIBUTION 
RATE INCREASE 
!JC 67146 = STARTED LMP TRUST CONTRIBUTION 
STOPPED LMP TRUST CONTRIBUTION 
CREATION OF NEW CLASSIFICATIONS 
STOPPED LMP TRUST CONTRIBUTION 
10/02/2000 
03/01/2001 
10/01/2001 
18.500 
30.000 
31.725 
*G1/21/20G2 31.665 
"07/08/2002 
09/30/2002 
31.725 
32.994 
09/30/2002 32.924 
09/29/2003 34.314 
09/29/2003 34.234 
LEAD INPATIENT PHARMACY TECH 
LEAD OUTPATIENT PHARMACY TECH 
JC 25167 & 25168 = NO LMP TRUST CONTRIBUTION 
MC 47162 & 47163 = STARTED LMP TRUST CONTRIBUTION 
09/27/2004 
1 09/27/2004 
10/02/2000 
10/01/2001 
•01/21/2002 
35.687 
35.607 t 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
N/A 
- N/A 
I ^ A J 
03/18/2002 
E 03718/2002 
"07/08/2002 
09/30/2002 
! 09/30/2002 
09/29/2003 
I 09/29/2003 
09/27/2004 
L«J^?II?J04___ 
14.052 
13,992 
14.052 
14.614 
14.544 
15.199 
15.119 
15.807 
15.727 
14.794 
14.734 
14.794 
15.386 
15.316 
16.001 
15.921 
16.641 
16.561 
15.582 
15,522 
15.582 
16.205 
16.135 
16.853 
16.773 
17.527 
17.447 
16.413 
16.353 
16.413 
17.070 
17,000 
17.753 
17.673 
18.463 
18.383 
17.291 
17.231 
17.291 
17.983 
17.913 
18.702 
18.622 
19.450 
19.370 
18.203 
18.143 
18.203 
18.931 
18.861 
19.688 
19.608 
20.476 
20.396 
18.503 
18.443 
18.503 
19.231 
19.161 
19.988 
19.908 
20.776 
20.696 
18.603 
^JMHJ 
18.603 
19.331 
_JM§iJ 
20.088 
20.008 | 
20.876 
20,796 | 
jNOTE; 'EFFECTrVE 01/21/02- S T A R T E D U t f f m U S T CONTRIBUTION FOR LOCALS135, 324,1036,1167,1442,1428 (EXCLUDING ALL OF LOCAL 770) 
NOTE: "EFFECTIVE 07/08/02 - STOPPED LMP TRUST CONTRIBUTION FOR LOCAL 1036 (RETURNED TO NO LMP TRUST CONTRIBUTION RATES) 
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Wages 
1.) Step Increases - Part-time and On-call 
Step increases for "part-time" and "on-call" employees shall be at the rate of 
2,000 paid hours to 1 Year Step, 4,000 paid hours to the 2 Year Step and 6,000 
paid hours to the 3 Year Step. 
2.) Intern Pharmacists 
Wage Structure Placement 
Intern Pharmacists will be hired at the wage rate that corresponds with the 
number of completed years of school. 
Step Increases 
Intern Pharmacists will receive step increases at the completion of each 
additional year of school. All step increases for the intern pharmacists will be 
effective the beginning of the first pay period in September of each year. 
3.) Promotion - Wage Structure Placement 
In the event an employee is promoted to a higher rated classification, the rate will 
be adjusted to the appropriate rate of the same tenured step for the new 
classification as of the date the employee first assumes the duties of said higher 
rated classification. If an employee is scheduled for a step increase within sixty 
(60) days of the promotion, the employee will be advanced one (1) step at the 
time of promotion. 
4.) Promotion - Future Step Increases 
Employees who transfer as noted above shall receive future step increases in 
the new position based upon calendar months of service in the new position for 
full-time employees and based upon hours paid in the new position for part-time 
employees. 
5.) Longevity Pav 
A longevity differential will be provided to all employees after ten (10) years of 
service and fifteen (15) years of service. Part-time employees will receive such 
longevity increase after attaining 20,800 hours and 31,200 hours, respectively. 
The longevity differential will be paid in accordance with the following schedule: 
10-Year Longevity 15-Year Longevity 
$0.30/Hour $0.40/Hour 
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6.) Advanced Hiring Criteria - Pharmacy Technicians (Inpatient & Outpatient! 
New employees with two (2) or more years of experience as a Registered 
Pharmacy Technician shall be paid at the rate on the wage scheduled one (1) 
step lower than their experience as a Pharmacy Technician suggests, not to 
exceed the three (3) year on the wage structure. 
7.) Lead Classification Selection 
Selection for lead classification may include a structured interview consisting of a 
written portion and/or oral presentation. All candidates for a specific position will 
undergo the same process. Senioritv will be used as a determining factor for 
candidates who have demonstrated equivalent merit and ability during the 
interview process. 
The employer shall determine whether or not to utilize the lead classification with 
the reguirement that such individual must be responsible for at least three (3) 
other bargaining unit members-
Employees in the lead classification rate shall be established at one dollar 
($1.00) per hour over their hourly rate of pay for all hours worked. 
The duties of a lead position included by not necessarily be limited to: 
Functional Direction 
Scheduling 
Training 
Calling in replacement 
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APPENDIX B 
TRUST FUNDS 
A. BENEFIT FUND KAISER PHARMACY CLERKS 
1. Benefits 
The existing Health and Welfare Trust Fund known as the Southern 
California Drug Benefit Fund (hereinafter"Benefit Fund") shall be 
continued as modified herein. The Benefit Fund will continue to provide 
hospital, medical, surgical, mental health, podiatry, predictive medicine, 
dental and orthodontic, vision care, hearing aids, artificial limbs, and 
prescription benefits to eligible employees and retirees and their spouses 
and dependent children, subject to rules established by the Trustees. 
Further, the Benefit Fund will continue to provide supplementary 
unemployment, Workers' Compensation, and disability benefits and 
additional vacation pay to eligible employees, as well as benefits payable 
upon the death of active employees and their dependents or retirees, 
subject to rules established by the Trustees. 
2. Continuation of Benefits and Eligibility 
The benefits in their present structure and to their present extent, as 
modified by, the Benefit Fund Trustees, shall be continued and shall be 
limited only by available funds as specified in Paragraph 5 below. 
Nothing herein, however, shall limit the Trustees in determining the 
priorities to be given to any particular benefit or set of benefits. The 
Trustees shall have the authority to modify the existing benefits, eligibility 
ruleSi and regulations for active employees and retirees to the extent they 
determine necessary. 
For retirements before age 55 coverage begins at attainment of age 55. 
Level of health and welfare coverage determined by age + service on 
date of actual retirement. 
3. Retiree Benefits 
There is no obligation on the Employer to continue to contribute or on the 
Trust Fund to continue to provide retiree benefits after the expiration of 
this Agreement unless a successor agreement provides for continuation 
of such coverage. If the contributions provided, in Paragraph 5 below. 
are not sufficient to continue present benefits, the Trustees shall have 
complete discretion in modifying benefits for retirees including requiring 
retirees to pay part of the cost of their benefits. 
4. Reserves 
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a. The Trustees shall maintain a cash reserve as directed in 
Paragraph 5.c.below. 
b. It is further understood and agreed that upon the termination of 
this Agreement the Employer shall contribute such additional 
amounts as determined by the Trustees to be necessary to 
establish the equivalent of a three(3) month reserve, including 
one(1) month in cash, one(1) month in accrual, and one(1) month 
for which the Employer will contribute an additional amount equal 
to his last month's contribution under this Agreement. The 
Trustees may determine the amounts due under this provision 
either on an all-employer or an individual employer basis, subject 
to contribution limitations imposed under Paragraph 5 below. 
5. Contributions 
a. The Employer agrees to pay the Platinum Plus cost of the Plan. 
as determined by the Trustees. 
b. The contribution rates for Employers who first participated in the 
Pension Fund after June 30, 1989, shall be the rates established 
above plus 48.5£ per hour. When contributions to the Pension 
Fund resume, this additional amount shall be reduced by the 
amount of the Pension contribution. 
c. In determining the appropriate contribution rate under this 
Paragraph, the Trustees shall maintain, as nearly as possible, a 
$15 (fifteen) million reserve by June 30. 2005. The Trustees shall 
determine the reserve annually each June. 
6. Cost Containment 
The Benefit Fund Trustees are directed to explore all reasonable 
methods of cost containment to minimize the Employer contribution 
obligations under the. contract. In the 
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event Medicare becomes secondary in the application of the retiree 
benefit plan, the Trustees will take immediate and remedial action to 
protect the financial integrity of the Plan. 
7. Other Benefit Plans 
It is understood that the Employer retains any existing rights which he 
may have, at its exclusive discretion, to alter, amend, cancel, or terminate 
any existing employee benefit plan or plans or part thereof that are not 
provided for in this Agreement. 
8. Excluded Employees 
Employees excluded from the bargaining unit who work for an Employer 
signatory to this Agreement may participate in any of the foregoing 
benefits under rules and regulations established by the Trustees. The 
Trustees shall determine the contributions reguired for such benefits. 
9. National Health and Welfare Coverage 
In the event that there is passage of National Health and Welfare 
legislation, the parties agree to reopen the agreement for negotiations. 
the sole purpose of which shall be to negotiate language instituting 
prevention of duplicate costs for both the Employer and the employees 
involved. 
10. Amendments 
The Trustees are directed to amend the Trust Agreement or benefit plans 
to be consistent with the provisions of this Agreement. The Trustees 
shall have the discretion in acting on claims for benefits under the plan 
subject to review only in accordance with the arbitrary and capricious 
standard. 
B. PENSION FUND 
1. Trust Fund and Pension Plan 
The Southern California UFCW Unions and Drug Employers Pension 
Fund (hereinafter "Pension Fund") and the Southern California UFCW 
Unions and Drug Employers Pension Plan (hereinafter "Pension Plan") 
shall be continued for the life of this Agreement, subject to the terms of 
this Agreement and applicable law. Contributions shall be made to the 
Pension Fund as set forth below and shall be for the sole purpose of 
providing pensions for eligible employees as defined in the Pension Plan. 
2. Continuation of Benefits 
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The benefits in their present structure and to their present extent, as 
modified by the Pension Fund Trustees, shall be continued. Nothing 
herein, however, shall limit the Trustees in determining the priorities to be 
given to any particular benefit or set of benefits. The Trustees shall have 
the authority to modify the existing benefits, eligibility rules, and 
regulations for active employees and retirees. 
3. Reciprocity 
The Trustees are authorized to enter into reciprocal agreements with the 
Trustees of the other Retail Clerks Unions or UFCW and Retail Employer 
trust funds to provide for the transfer or preservation of credited service 
of employees working under the coverage of the Pension Fund and any 
such other trust, 
4. Contributions 
a. Effective with the Plan's 1996 fiscal year the contributions credited 
for a given fiscal year shall be for hours worked in the twelve-
month period beginning August and ending July of the following 
year. For example, contributions for the 1996 fiscal year shall be 
contributions due for work months August 1996 through July 
1997. 
b. Effective for hours worked between August 2002 and July 6. 
2003. the minimum contribution rate shall be zero dollars ($0): for 
hours worked between July 7. 2003 and July 3. 2005. the 
minimum contribution rate shall be fifteen cents ($.15) per hour. 
For hours worked on and after July 4. 2005. the contribution rate 
shall be forty-eight and one half cents ($.48 Vn) per hour. 
c. The Employers agree that they must pay at least the minimum 
contribution as reguired by ERISA, even if such contribution would 
reguire a contribution rate above the hourly amount mentioned 
elsewhere in this Agreement. If it does become necessary to 
make a contribution greater than the regularly scheduled 
amounts, all hourly contribution reguirements would increase 
proportionally. The Employer will take the action necessary to 
remain consistent with the other Employer groups participating in 
the Drug Trust. 
5. Other Pension Plan 
The Employer retains the exclusive right to alter, amend, cancel, or 
terminate any Employer-sponsored pension plan or employee-retirement 
plan that existed prior to participation in this Pension Fund. 
6. Laws and Regulations 
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The Trust Agreement and the benefits to be provided under the Pension 
Plan referred to above and all acts pursuant to this Agreement, the Trust 
Agreement and the Pension Plan shall conform in all respects to the 
requirements of the Treasury Department, Internal Revenue Service, and 
to any other applicable state or federal laws and regulations. If any part 
of the Pension Plan is determined by a Court of competent jurisdiction or 
an appropriate regulatory agency not to be in accord with the provisions 
of the Employee Retirement Income Security Act of 1974 or the 
regulations pertaining to such Act or any amendments thereto, the 
Trustees are authorized to modify the Pension Plan to conform with such 
Act or regulations. 
7. Amending Agreement 
The Trustees are directed to amend the Trust Agreement and the 
Pension Plan to be consistent with the provisions of this Agreement. The 
Trustees shall have discretion in acting on claims for benefits under the 
plan subject to review only in accordance with the arbitrary and capricious 
standard. 
8. Asset Valuation Method 
The Trustees are directed to adopt a new asset valuation method that will 
recognize the expected return and market value of assets as of January 
1, 1999. The Employers agree that they must pay at least the minimum 
contribution as reouired by the Internal Revenue Code, even if such 
contribution would reguire a contribution rate above the hourly amount 
mentioned elsewhere in this Agreement. If it does become necessary to 
make a contribution greater than the regularly scheduled amounts, all 
hourly contribution reguirements would increase proportionally. 
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RESOLUTION OF DIFFERENCES 
Differences between the Employer and the Union as to the interpretation or 
application of the provisions of the Trust Agreement providing for the 
establishment and maintenance of the Benefit Fund and the Declaration of Trust 
providing for establishment and maintenance of the Pension Fund, relating to 
employee benefits, shall not be subject to the grievance or arbitration procedure 
established in this Agreement or any Collective Bargaining Agreement. All such 
differences shall be resolved in the manner specified in the applicable Trust 
Agreement. 
PAYMENT OF CONTRIBUTIONS 
1. Payments 
Payment of contributions by the Employer reouired to be made to the 
trusts established in this agreement shall be made on or before the 20th 
day of each month based upon all straight-time hours worked or paid for 
not to exceed 40 hours in any one week during the preceding month by 
each employee covered by this Agreement. Such payments shall be 
accompanied by a list of names of the employees for whom such 
contribution is made, showing the number of hours worked or paid for as 
set forth above by each employee during the preceding month. Time 
during vacation periods (including vacation pay upon termination), sick 
leave, jury duty, bereavement leave and holiday absences which is paid 
for as provided for under this Agreement and all work performed on 
Sundays and holidays, exclusive of daily or weekly overtime, shall be 
considered as time worked, to which the provisions of this Article shall 
apply-
Contributions shall not be made for vacation payments made on the basis 
of industry experience as set forth in Article VIII. Paragraph 856. The 
Employer, by payments of the amounts provided for in this Article, shall 
be relieved of any further liability and shall not be reouired to make any 
further contributions to the cost of the benefits, either in connection with 
the administration of the plans or otherwise. 
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2. Audits/Collections 
The Trustees are hereby authorized to institute periodic audits of 
Employer's contributions to ascertain whether such contributions have 
been and are being made, fully and accurately. 
If any such audit should disclose either an under-reporting or 
nonreportina of required contributions, the Trustees, at their sole 
discretion, may assess all or a portion of the audit expenses against such 
Employer, which the Employer hereby agrees to pay. The Trustees mav 
add reasonable interest charges to any unpaid contributions and the 
Employer also shall pay such interest charges. 
If it should become necessary to institute legal action against a 
contributing Employer to collect unpaid contributions, the Trustees, in 
their sole discretion, may assess all or a portion of attorneys' fees and 
court costs against the Employer, in addition to any audit expenses. The 
Employer hereby agrees to pay such attorneys' fees and court costs. 
The Trustees are authorized and directed to establish a method to 
encourage regular and prompt payment by instituting the imposition of 
liquidated damages to those Employers who are delinquent in their 
payments. 
E. BUSINESS EXPENSES 
It is understood that the provisions of this Article are being entered into upon the 
condition that the payments made by the Employer hereunder shall be 
deductible as business expenses under the Internal Revenue Code as it 
presently exists or as it mav be amended subseouent to the date of this 
Agreement and under any similar applicable state revenue or tax laws. 
F. PENSION AND BENEFIT TRUST FUND APPOINTMENTS 
1. Employer Trustees 
For the Pension and Benefit Fund, the number of Employer Trustees 
shall be four, with Kaiser-Permanente Foundation. Rite Aid Corporation. 
Sav-On Drug, and Vons Companies. Inc. each entitled to appoint a 
Trustee and his successors. 
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2. Union Trustees 
For the Pension and Benefit Fund, the number of Union Trustees shall be 
seven, with Local Unions 135, 324, 770, 1036. 1167, 1428, and 1442 
each entitled to appoint a Trustee and his successors. 
3. Voting 
The Union Trustees and Employer Trustees shall have egual voting 
power. 
G. ACCEPTANCE OF TRUSTS 
1. Acceptance 
The Employer and the Union hereby accept the terms of the existing 
Health and Welfare Trust, and the Pension Trust Agreements. By this 
acceptance the Employer agrees to and shall become a party to both of 
said Trusts with the same force and effect as though the Employer had 
executed each original Declaration of Trust. 
2. Amendments 
Any amendments that from time to time may be made thereto, including 
the creation of supplementary trusts to handle any of the funds referred 
to in this Agreement, shall be binding upon the Employer. 
3. Trustees 
The Employer hereby specifically ratifies the appointment of Trustees 
made by the Employers as set forth in Paragraph F above, designates 
and appoints them or their successors as his Trustees, and authorizes 
them to act in such capacity. The same parties that appointed the 
Trustees shall appoint their successors, 
60 
APPENDIX C 
CHILD CARE 
In the event the Employer establishes a permanent child care program in the Southern 
California Region, such programs will be open to use by all employees. 
Prior to any program being implemented in the Southern California Region, the 
Employer agrees to meet with the Union to discuss the program. 
APPENDIX D 
MEMBERSHIP OBLIGATION 
The parties agree that if employee(s) provide evidence of compliance in accordance 
with Paragraph 307 or the Union notifies the Employer of such compliance, the 
Employer will within a seven (7) day period attempt to restore the employee to the 
schedule. However, if not possible, the employee(s) will be placed on the subsequent 
weekly schedule. 
APPENDIX E 
MARTIN LUTHER KING HOLIDAY 
During the term of this Agreement, if any other bargaining unit with a collective 
bargaining agreement with the Employer is granted the Martin Luther King holiday as an 
additional holiday, such holiday will be granted to the employees covered under this 
collective bargaining agreement. 
APPENDIX F 
TAX DEFERRED RETIREMENT SAVINGS PLAN 
The Employer will establish a voluntary tax deferred retirement savings plan. All 
employees, regardless of work schedule, will be eligible for participation in the plan. 
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APPENDIX G 
FLEXIBLE SCHEDULES TEN MO) HOUR SHIFTS 
The Employer and Union agree to the following flexible ten (10) hour shift agreement. 
1. Ten (10) hour days shall be incorporated into the schedule. It is understood that 
the Employer may discontinue such scheduling at any time. 
2. Holidays 
Work on holidays may be scheduled as eight (8) hour shifts. A maximum of 
eight (8) hours Holiday Not Worked shall be paid for nonworked holidays. 
During a holiday workweek, five times eight (5 x 8) hour/day schedules may be 
resumed to provide staffing and an attempt to assure forty (40) hours worth of 
pay for the scheduled employee, unless modifications to the existing schedule 
provide the same result, while incorporating eight (8) and ten (10) hour days. 
3. Vacations 
Vacations are expected to be scheduled and taken. During periods of vacations, 
the five (5) day, eight (8) hours/day workweek may be resumed to provide 
adequate staffing. Vacation relief may be provided with a part-time employee or 
the employee working the vacation relief schedule. 
4. Overtime 
The following deviations to overtime definition and pay shall apply to schedules 
which incorporate eight (8) and ten (10) hour workdays. 
The overtime rate of one and one-half (1 1/2) times the employee's straight time 
rate shall be paid for: 
All hours worked in excess of eight (8) hours for an eight (8) hour shift or 
ten (10) hours for a ten (10) hour shift; continuous hours worked in 
excess of eight (8) hours for an eight (8) hour shift or ten (10) hours for a 
ten (10) hour shift in any two (2) consecutive workdays. 
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Example 
Eight (8) hour shift: 1 1/2 x all hours > 8 and < = 12 
Ten (10) hour shift: 1 1/2 x all hours > 10 and < = 14 
All hours worked in excess of forty (40) in a normal workweek. 
The overtime rate of two (2) times the employee's straight time rate of pay shall 
be paid for: 
All hours worked in excess of twelve (12) hours during a workday 
scheduled as an eight (8) hour shift, or in excess of fourteen (14) hours 
on a workday scheduled as a ten (10) hour shift. 
Example 
Eight (8) hour shift: 2x all hours > 12 
Ten (10) hour shift: 2x all hours > 14 
5. Sick Leave 
Sick Leave pay shall be defined as payment of the straight time hours the 
employee would have worked had the disability not occurred, calculated at the 
employee's straight time hourly rate. 
6. Compassionate Leave 
Paid eight (8) hours daily. The entitlement for compassionate leave will be in 
accordance with the provisions of the Collective Bargaining Agreement. 
7. Education Leave 
Education leave pay shall be defined as payment of the straight time hours the 
employee would have worked had the leave not occurred, calculated at the 
employee's straight time hourly rate, not to exceed a maximum of sixteen (16) 
hours per year. 
8. Replacement Hours 
Employees who are replacing other employees who are working under this 
Appendix will also be bound to the terms and conditions of this Appendix and will 
receive overtime and other types of payment in accord with this Appendix. 
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Miscellaneous 
Ten (10) hour shifts may be regularly scheduled for the involved part-time 
employees under the same provisions of this Appendix. 
Implementation 
Implementation of ten (10) hour shift scheduling is contingent upon one-hundred 
(100%) percent concurrence of all employees involved. Ten (10) hour shifts, 
once implemented, are subject to the ongoing approval of the employees 
involved and the Union. Such schedules may be discontinued by the Employer, 
the Union, or by a two-thirds vote of the involved employees, with a minimum of 
two (2) weeks notice. 
UNLESS OTHERWISE STATED IN THIS APPENDIX, ALL OTHER 
PROVISIONS OF THE COLLECTIVE BARGAINING AGREEMENT WILL 
APPLY. 
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APPENDIX H 
INCOME PROTECTION AND 
LIFE INSURANCE ARRANGEMENTS 
The coverages, limitations and exclusions of the Income Protection/Extended Income 
Protection benefits described in Article VIII and the optional contributory life insurance 
provisions of Article XIV are established by the Employer's agreements with the 
insurance carrier(s). 
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APPENDIX I 
RETURN TO BARGINING UNIT 
If former employees return to their Kaiser position within the bargaining unit, within a 
period of six (6) months from the time they left said position and Kaiser employment 
their pay rate will be restored. 
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APPENDIX J 
HARD TO RECRUIT GEOGRAPHICAL LOCATIONS 
The Union(s) recognize that a general Technician shortage has resulted in recruiting 
difficulties in some geographical locations covered under the terms of this Agreement. 
The Employer shall have the right to hire employees at wage rates higher than the 
published contractual wage rates in order to staff licensed pharmacies or specific non-
licensed work locations located within these hard to recruit geographical locations. The 
following understandings and limitations shall apply: 
1. Employees paid at rates higher than contractual wage rates shall only maintain said 
higher rate while working in a licensed pharmacy or specific non-licensed work 
tocation within the specified hard to recruit location. Upon transfer to another 
licensed pharmacy or specific non-licensed work location outside the hard to recruit 
location, the employee's wage rate shall be reduced to the contractual wage scale. 
2. Employees paid a higher rate shall be eligible to receive any negotiated annual wage 
increase as granted other employees in the same classification, provided the 
licensed pharmacy or specific non-licensed work location to which the employee is 
assigned continues to be within a designated hard to recruit location. However, if 
the geographic location is no longer designated as a hard to recruit location, then 
the wage rate for employees working in licensed pharmacies or specific 
non-licensed work locations within said location would be red circled. An employee 
whose red circle rate exceeds the contractual rate shall not be eligible for an annual 
wage increase, except that red circle rates will be eliminated when the contractual 
wage rate eguals or exceeds an employee's red circled rate. 
3. The Employer shall notify the Unionfs) of hard to recruit locations. Once defined as 
a hard to recruit location, said designatign shall remain in effect for one (1) year, or 
upon notification to the Unionfs) that said location is no longer a hard to recruit 
location, whichever occur first. 
4. Any previously hired employee assigned to a licensed pharmacy or specific 
non-licensed work location within a hard to recruit location shall be paid at the same 
higher rate paid to new employees, effective that same day the higher rated 
employees start work, and under the same terms and conditions specified in this 
Agreement. Employees temporarily reassigned to work in a hard to recruit location 
shall receive the same rate of pay as other employees within said to recruit location. 
5. Postings for positions within hard to recruit locations shall indicate that said vacancy 
is within a hard to recruit location. The higher than contracted wage rate will be 
indicated on the posting. 
6. In order to attract Qualified candidates in those hard to recruit locations, the 
Employer may utilize but is not limited to: Signing Bonuses. Employee Referral 
Programs and anv other means necessary to attract Qualified workers to Kaiser 
Permanente. Detailed information regarding the implementation of any program 
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designed to enhance recruitment of qualified workers will be provided to the Unionfs) 
upon request. 
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APPENDIX K 
TUITION REIMBURSEMENT 
Employees shall be entitled to participate in the Kaiser Permanente Tuition 
Reimbursement Program as set forth bv the Employer's policy. 
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Corrections to the October 2, 2000 to February 1, 2007 
Collective Bargaining Agreement between 
Kaiser Permanente Medical Care Program 
and 
United Food and Commercial Workers International Union 
Local 135, 324, 770,1036,1167,1442 and 1428 
900 Article IX Seniority 
912 Seniority for bidding on any posted opening within the bargaining 
unit shall prevail first by classification seniority within the Area 
Pharmacy Operation where openings exist, then to employees by 
bargaining unit seniority within the Area Pharmacy Operations. 
Thereafter, employees by classification seniority at any licensed 
pharmacy within the Southern California Region and finally 
employees by bargaining unit seniority at any licensed pharmacy 
within the Southern California Region will be considered for any 
posted opening provided a request form is on file with the Area 
Personnel Office prior to the end of the posting period. Employees 
who successfully bid on a posted position shall not be 
unreasonable delayed in assuming the new position. 
913 Employees who move to a posted opening shall have a trial period 
of not less than ninety (90) calendar days. During such ninety (90) 
day trial period, the employee shall be given thorough instruction 
and proper orientation in the new work and shall be given an 
evaluation by the Employer between the fortieth (40th) and fiftieth 
(50th) day from the date in the new position. After such trial 
period, if the employee is unable to perform the duties of the new 
position satisfactorily said employee will be restored to the position 
immediately held prior to the new position without discrimination. 
During the trial period, an employee may be restored to their 
former position where it is determined that clear and present 
danger exists by allowing said employee to remain in the new 
position. An employee who is voluntarily reassigned pursuant to 
Article IX shall have seven (7) calendar days to change their mind 
and upon written reguest. shall be returned to their former position. 
This right shall be available only once during the term of the 
agreement. If additional circumstances occur, the Union and the 
Company will meet and confer. 
Updated as of 04/10/03 
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NATIONAL AGREEMENT: INTRODUCTION 
IN 1997, THE UNIONS OF THE AFL-CIO COALITION OF KAISER PERMANENTE UNIONS AND KAISER PERMANENTE entered into a National Labor Management Partnership Agreement. By involving employees and unions in organizational decision-making at every level, our partnership is designed to improve the quality of health care, make Kaiser Permanente a better place to work, enhance Kaiser Permanente's competitive performance, provide employees with employment and income security, and expand Kaiser Permanente's membership. The cornerstone of the Partnership is an innovative 
labor management relationship. In that spirit, the parties decided to embark on a voyage—one that had 
never been attempted—to collectively and simultaneously bargain 33 Partnership union contracts. 
The Common Issues Committee, made up of union and management representatives from across the 
country, was responsible for drafting this Agreement. To inform their work, they chartered seven Bargaining 
Task Groups (BTGs) in April of 2000. These seven groups were made up of approximately 300 management 
and union representatives from across the program. 
The BTGs were charged with making comprehensive, long-term recommendations in the areas of Quality 
and Service, Health and Safety, Performance and Workforce Development, Wages, Benefits, Balancing 
Personal Life and Work Life, and Workplace Innovations to make Kaiser Permanente the best place to work. 
Over the course of several months, the Bargaining Task Groups developed comprehensive solutions for 
transforming our work environment. They reported their solutions to the members of the Common Issues 
Committee in a two-day session in early July. 
Over the next three months, the Common Issues Committee then undertook the exhaustive challenge of 
reviewing the detailed and visionary work of the BTGs. Their charge was to determine how best to distill 
the work of the groups into a National Agreement and at the same time, ensure that the work of the 
groups is carried forward into our future. 
Each of the Bargaining Task Groups gave more definition and specificity to the partnership path. Each 
expressed a high degree of confidence in the Labor Management Partnership and the potential found 
within the vision of the Partnership. They clearly saw local Labor Management Partnership Teams as the 
means of providing oversight of implementation processes for their recommendations. 
The Pathways to Partnership was developed in 1997 to provide a roadmap for making a transition to an 
environment characterized by collaboration, inclusion and mutual trust. Within the framework of the 
Pathways to Partnership, this National Agreement provides for a new way to work and a new way to 
provide care. We will continually improve service, patient care and performance by enabling each person to 
engage her/his full range of skills, experiences, and abilities. The National Agreement describes an 
organization in which unions and employees are integrated into planning and decision-making forums at all 
levels including budget, operations, strategic initiatives, quality processes, and staffing. In our vision, 
decisions are jointly made by self-directed work teams—giving people who provide the care and service the 
ability to decide how the work will best get done. We look forward to a time when all eligible employees 
participate in the Partnership and are covered by this National Agreement. 
NATIONAL AGREEMENT | 3 
This National Agreement is designed to support two goals; implementation of the Partnership on a national 
and local level and movement toward nationwide consistency. Partnership implementation is supported 
through the reinforcement of regional and local partnership teams. And in some instances, the document 
provides specific timeframes required to assure progress toward implementation. The National Agreement 
also takes steps toward nationwide consistency in determining wages, benefits, and certain other terms and 
conditions of employment. It is our blueprint for making Kaiser Permanente the employer and care provider 
of choice. 
Section 1 of this Agreement covers the privileges and obligations of partnership, reflects our continued 
commitment to the Partnership, and integrates the work of the Bargaining Task Groups into partnership 
implementation. It provides mechanisms for spreading partnership, collaboration, and organizational 
transformation throughout our organization. It begins to define how workers and managers engage in areas 
such as quality and service, training and education, health and safety, and life balance programs. Section 1 
also covers areas such as union security, partnership governance, and problem-solving processes and 
elaborates on other privileges of Partnership. Recognizing that different areas and facilities are starting at 
different points, this section must be used in conjunction with the Pathways to Partnership. Some 
timeframes are included, but where not specifically noted, the foundation for transition, as outlined in the 
Pathways to Partnership, must be built for organizational transformation to be successful and enduring. 
Section 2 identifies the specific provisions of the National Agreement which pertain to compensation, 
benefits and disputes procedures. 
Section 3 describes the scope, application, and term of the Agreement. 
This National Agreement was created through an extraordinary collaboration with the input of hundreds of 
Kaiser Permanente employees at every level. We created this document the way we will work in the future 
- jointly. The Agreement embodies our collective vision for Kaiser Permanente. The language of this 
National Agreement cannot begin to fully capture the energy and collective insights of the hundreds of 
people working long hours to establish this framework. But as work units apply these principles, we trust 
that their commitment and expertise will make our vision a reality. 
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SECTION 1: PRIVILEGES AND OBLIGATIONS OF PARTNERSHIP 
The essence of our Labor Management Partnership is involvement and influence, pursuit of excellence, and 
accountability by all. We believe people take pride in their contributions, care about their jobs and each 
other, want to be involved in decisions about their work, and want to share in the success of their efforts. 
Market-leading organizational performance can only be achieved when everyone places an emphasis on 
benefiting all of Kaiser Permanente. There is an indisputable correlation between business success and 
success for people. Employees throughout the organization must have the opportunity to make decisions 
and take actions to improve performance and better address patient needs. This means that together we 
must ensure employees have the skills, knowledge, information, opportunity, and authority to make sound 
decisions and perform effectively. Engaged and involved employees will be highly committed to their work 
and contribute fully. 
By creating an atmosphere of mutual trust and respect, recognizing each person's expertise and knowledge, 
and providing training and education to expand those capabilities, we can achieve our common goals of 
achieving organizational success and creating a secure, challenging, and personally rewarding work 
environment. With this Agreement, the parties jointly initiate a wide array of activities designed to increase 
employee skills training, learning opportunities, and growth and development. 
Section 1 presents our integrated approach to quality and service, performance and workforce development, 
education and training, and creating an environment responsive to employee and union interests. 
It is our intention to solve problems as close to the patient and the problem as possible, respecting the 
interests of all parties. The Partnership Review Process, which is applicable only to matters arising out of 
Section 1, is meant to be used as a last resort. 
With this Agreement, the Unions and Kaiser Permanente assume a set of privileges and obligations. These 
include, but are not limited to, employment and income security, union security, access to information 
including the responsibility to maintain confidentiality concerning sensitive information, participation in the 
governance structure, and participation in performance sharing plans. They also include a joint commitment 
to continue to improve quality and service. 
In addition, we have a joint commitment to identify, and by mutual agreement, incorporate our own best 
practices and the best practices of high performance organizations into each facility. We will work diligently 
to increase and enhance flexibility in work scheduling and work assignments to enhance service, quality and 
financial performance, while meeting the interests of employees and their unions. We share a willingness to 
work in good faith to resolve jurisdictional issues in order to increase work team flexibility and performance. 
And we share a commitment to marketing Kaiser Permanente as the employer and care provider of choice. 
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The National Labor Management Partnership Agreement describes the vision of a work place environment 
where diversity of opinions is valued and all stakeholders share a voice in decisions that affect them and 
their work. The vision of this Partnership is an integrated structure, where the unions and their members are 
part of the decision making forums. It is recognized, however, that prior to reaching this vision, parallel 
structures must be implemented to organize, plan and implement the partnership principles. These structures 
are meant to be steps toward integration and could, indeed should, change as the Partnership evolves. 
1. GOVERNING BODIES 
The governing body for the Labor Management Partnership is the Labor Management Partnership Strategy 
Group (the Strategy Group) and shall comprise a small group (totalling approximately 10-12) representatives 
from the Kaiser Permanente Partnership Group (KPPG) and the Coalition of Kaiser Permanente Unions in 
approximately equal numbers. The KPPG represents the highest level decision-making body within Kaiser 
Permanente. The Coalition of Kaiser Permanente Unions coordinates joint activity for the partner unions. 
Membership for the Strategy Group will be determined by October 2000, and the first meeting should be 
held by November 30, 2000. 
The Strategy Group will be advised by a newly constituted National Labor Management Partnership Council 
(Partnership Council). This Partnership Council will effectively replace the previous Senior Partnership 
Committee. It will meet periodically, approximately quarterly, to be briefed on all pertinent matters 
pertaining to the Partnership, to share learnings and regional best practices, and to plan implementation and 
provide policy recommendations to the Strategy Group. 
The Office of Labor Management Partnership will provide administrative and operational support to the 
Strategy Group and to the Partnership Council and support the implementation of the Partnership at all 
levels. 
2. PARTNERSHIP STRUCTURES 
Each of the Bargaining Task Groups expressed a high degree of confidence in the Labor Management 
Partnership and in local and national partnership teams as a means of providing oversight. Each 
recommended separate national and local oversight structures. As a result, a Structure Subcommittee will be 
appointed to assess each recommendation and develop a comprehensive plan integrating the requirements 
from each group. The Structure Subcommittee should complete its recommendations by December 31, 
2000 and submit same to the Strategy Group for approval and implementation. The recommendations will 
include the assignment of responsibility for national, regional and/or local teams in the areas of: 
Quality and Service 
Health and Safety 
Life Balance 
Performance and Workforce Development 
Training and Education 
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Local teams will be governed by Regional Partnership Teams. It is recommended that Partnership teams 
include key stakeholders and key decision makers and yet remain small enough to problem solve and reach 
quick resolution while ensuring appropriate representation. Guidelines for Partnership Team composition are 
available through the Office of Labor Management Partnership. Union representation on each team will be 
decided by the unions. As identified below, Regional Partnership Teams are the nucleus of partnership 
activity within a local area. With the exception of the the Strategy Group, and any committees or structures 
chartered or established by it, all oversight structures will be established as subcommittees of the Regional 
Partnership or Local Partnership Team. 
Regional Partnership Teams will be constituted in each Region no later than March 31, 2001. The Regional 
Partnership Team will advance the Partnership in a timely manner throughout the Region, implementing 
national partnership goals and objectives plus Regional/Local program and policy initiatives. The teams will 
receive direction from and be accountable to the Strategy Group. 
The Regional Partnership Team may charter other partnership teams responsive to the organizational 
structure and will assure accountability for implementing the Partnership. The Regional Partnership Team is 
encouraged to review the BTG reports in order to determine how to advance performance improvement, 
employee satisfaction, and involvement at regional and local levels. The Regional Partnership Team should 
assess and prioritize all BTG recommendations within budgeted, allocated resources and determine 
appropriate priorities and funding. 
During the term of this Agreement, the Strategy Group will continue to review and prioritize BTG 
recommendations for possible implementation. 
It is expected that these Regional and Local Partnership teams will quickly mature and evolve into 
operational leadership teams in which union leadership will be fully integrated and no longer in a parallel 
structure apart from the ongoing management function. 
5. JOINT PARTNERSHIP TRUST 
A joint Labor Management Partnership Trust will be established for the purpose of funding Labor 
Management administration and Partnership activities. Kaiser Permanente will contribute at its 
current rate adjusted annually in accordance with general budget inflationary factors. Changes in the 
Employer's overall funding of partnership expenses, including Partnership Trust contributions, training and 
education development, administration, technical and consulting support expenses necessary to 
implement/advance the Partnership shall be at least proportional to employee contribution escalation as 
described below. An amount equal to five cents per hour per employee will be contributed to the 
Partnership Trust in the first contract year. For subsequent years, the Coalition of Kaiser Permanente 
Unions will be responsible for developing a methodology for continuing the payment of five cents per hour 
per employee and a one cent per hour annual escalator. The purpose of the employee contribution is 
employee ownership of the partnership, sponsorship of increased union capacity and shared ownership of 
outcomes and performance gains. 
The Partnership Trust will be overseen by the Strategy Group and will be jointly administered. Its four 
trustees, two union and two management, will consist of the partnership labor and management co-chairs 
of the Strategy Group and one other union and management representative. The trustees will serve under 
the direction of the Strategy Group and accept fiduciary responsibility for the Partnership Trust. 
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The BTGs, comprising 300 employees, managers, supervisors and union leaders, worked diligently to 
propose solutions in a range of areas of great interest to the Employer, employees and their Unions. This 
section is based on their vision and solutions in the areas of Quality and Service, Performance and 
Workforce Development, Employee Health and Safety, and Work-Life Balance and Work Life Innovations. 
While not intended to represent all of the ideas, goals and direction indicated by representatives in these 
Task Croups, it captures the fundamental elements necessary for making Kaiser Permanente the best place 
to work and receive care. 
We are all dedicated to working together to make Kaiser Permanente the recognized market leader in 
providing quality health care and service. This can be accomplished through creating a service culture, 
achieving performance goals, developing our workforce, increasing employee satisfaction, promoting patient 
safety programs and focusing our attention on employee health and work-life personal-life balance. Our 
goal is to continually improve performance by investing in people and infrastructure, improving 
communication skills, fostering leadership, and supporting involvement in the community. 
1. QUALITY AND SERVICE 
Kaiser Permanente and the Coalition of Kaiser Permanente Unions are dedicated to working together to 
make Kaiser Permanente the recognized market leader in providing quality health care and service. This will 
be achieved with a comprehensive organizational transformation that can only be established within the 
context of all of the programs in Section 1 of this Agreement. 
Under the guidance of the Regional Partnership Team, the local partnership teams must address the 
following critical components of quality health care and service: a service culture, a joint staffing process, 
and a work environment conducive to reducing errors and improving patient/member safety. 
a. A SERVICE CULTURE 
A service culture can best be achieved through self-directed work teams responsible for entire, discrete 
processes. The creation of such teams should be the ultimate goal for those planning the Partnership 
implementation process. The guidance provided by the KP Promise and the Pathways to Partnership should 
be followed in developing these teams. 
Partnership teams will be responsible for creating our service culture at the facility, department or work unit 
level. It is our intent that partner union employees in all departments/areas be included in the planning, 
development, and implementation of an improved service culture. Union partners should be integrated into 
any ongoing service initiatives, and subsequently be involved in the planning, design and implementation of 
any new initiatives from the onset. 
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Creating a service culture requires that certain organizational components be in place. We agree that these 
components include: knowledge of what constitutes an excellent care experience, modeling of excellent 
service behaviors, employee satisfaction and empowerment, skills and competencies, systems to support 
service quality, and a strategy for becoming an organization known for service excellence. We will create an 
organizational environment that encompasses these elements. 
We also recognize that high employee, physician, and patient satisfaction are achieved through an involved, 
multi-disciplinary, self-directed, trained team that focuses on meeting or exceeding the service expectations 
of our patients. 
Essential components for creating high performance work teams include involvement and participation, 
information systems to share data with the team, a sense of team and community, training and education, 
authority and accountability, and an organizational orientation to quality. Ultimately these work teams are 
self-directed, responsible for entire, discrete processes, and in the best position to continuously improve their 
service to internal and external customers. 
b. A JOINT STAFFING PROCESS 
We understand that staffing is often a controversial issue between management and labor which can greatly 
impact staff satisfaction. Therefore, we recommit to support the vision of the Partnership outlined in the 
original Pathways to Partnership document, which is intended to continue to move the organization toward 
joint decision making. 
We recognize that the ability to provide quality health care and service to our patients, and a quality work 
environment for our employees, is influenced by a number of variables, including how we staff. Thus, we 
agree to implement a joint process for staffing to be applied throughout the organization in all departments 
where partner union members work. We also recognize that this process must be initiated at the 
regional/service area level with the involvement of partner unions in business planning and resource 
allocation decisions that ultimately shape a staffing plan, as well as in decisions to adjust resource allocations 
during the budget cycle. 
The process will be sponsored by the Regional Partnership Council/Team and will be implemented by local 
Partnership Teams. The sponsors will ensure the development and implementation of local partnership 
staffing processes at the facility, department or work unit level, or across multiple facilities depending on the 
region. The process should be applied across the program in all areas where employees represented by 
partner unions work. 
We agree that after appropriate partnership education/training, joint partnership staffing teams will be 
involved in determining, within allocated organizational resources, how departments will be staffed. 
Partnership staffing teams will be expected to recommend annually a staffing design (plan) that 
encompasses mutually acceptable numbers, mix and qualifications of staff in each work unit. This plan 
should lead to the development of staffing methodologies (e.g. ratios, hours per patient day, or other tools) 
to improve measures of quality health care and service and employee satisfaction. Developing staffing plans 
in this manner will result in less variability in staffing (numbers, mix and qualifications) across a region or 
service area. Partnership staffing teams are encouraged to demonstrate creativity and flexibility and the 
agreements reached will be non-precedent setting. We encourage and desire sharing and adaptation of the 
best practices in order to promote functioning as a superior health care system. 
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At the regional/local ievel, the staffing plan features should include: 
The ability to track quality outcomes to determine the impact of various staffing plans on quality 
The identification of system and process problems that undermine quality health care and service 
The use of an interest-based model for modifying the staffing plan in the future 
Full sharing of all information and review of best practices, internally and externally 
Consideration of the following factors: 
Replacement needs 
Patient needs and acuity 
Technology 
Inpatient and outpatient volume 
Department/unit size 
Geography 
Standards of professional practice 
Experience and qualification of staff 
Staff mix 
Regulatory requirements 
Nature of services provided 
Availability of support resources 
Model of care 
Needs and acuity of the entire medical facility as well as specific department/unit 
Consideration and support for meals and breaks 
Departmental/area budgets 
Adherence to any and all guidelines promulgated by any reviewing or regulatory agency and any 
other applicable laws and regulations is mandatory. 
c. PATIENT SAFETY 
We agree that improving the quality of care delivered to our members/patients requires significantly 
increasing the reporting of actual errors and "near misses". It is recognized that the reporting of such errors 
can only improve if employees are assured that punitive discipline is not seen as the appropriate choice to 
handle most errors. We must jointly create a learning environment which views errors as an opportunity for 
continued, systematic improvement. This environment must encourage all employees to openly report errors 
or "near misses" and participate in analyzing the reason for the error and the determination of the 
resolution and corrective action needed to prevent reoccurrence. 
Regionally, there will be joint labor management development, administration, promotion, and evaluation of 
the reporting system. 
The reporting system will include the following components: 
Reporting of errors, with systematic, standardized analysis of errors and near misses 
Communication of learnings to help make needed policy and procedure changes. 
Confidentiality of involved employees unless prohibited by statute or law 
Involvement of staff in error analysis and/or resolution 
Making reporting a positive experience 
1 0 | NATIONAL AGREEMENT 
Training and education programs that enhance skills and competency to help prevent future errors 
Maintenance of the integrity of privileged information 
Ability to collect and trend data across the organization 
Information regarding errors reported through this system will be handled through the Labor Management 
Partnership approved issue resolution/corrective action process and will not be used as the basis for 
discipline except in rare cases when punitive discipline is indicated such as the employee: 
Was under the influence of drugs or alcohol 
Deliberately violated rules or regulations 
Specifically intended to cause harm 
Engaged in particularly egregious negligence 
Reporting through this system does not relieve the employee of the responsibility to complete an incident 
report when indicated by policy. 
3. PERFORMANCE AND WORKFORCE DEVELOPMENT 
Workforce development and performance improvement—together with our quality programs and training 
and education—are key pillars in the organizational transformation we envision. 
a. PERFORMANCE 
Kaiser Permanente and the AFL-CIO Coalition of Kaiser Permanente Unions are competing in a challenging 
market that is characterized by a limited workforce, changes in technology, changes in clinical practice, 
cultural diversity, changing demographics, and high demand for quality service. We can enhance 
performance by: 
Investing in people and infrastructure 
Developing a formal approach to improve communication skills throughout the organization 
Fostering leadership at work 
Supporting involvement in community services 
Investing in People and Infrastructure 
We must make a significant new investment in people in order to build a high performance organization 
rooted in the Partnership and the KP Promise. This will be done through a focus on education, 
development, and opportunity. 
Developing a Formal Approach to Improve Communication Skills 
Throughout the Organization 
We will work to develop, implement and maintain communication standards and practices that 
will support our vision. 
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At the facility level, this will be supported through leadership accountability for ongoing face-to-face 
communication with employees. Reports should include: 
Performance goals and targets shared at the beginning of each year 
Work group and local organizational performance reported quarterly 
In addition, union and management leadership have joint accountability for quarterly performance reports 
to all employees, addressing issues around key business initiatives, customer feedback, and financial and 
membership information. In accomplishing this, local parties will explore distribution of information via the 
KP Intranet connection and employee mailboxes. 
Fostering Leadership at Work 
We will foster leadership competencies and behaviors that include creating trust, promoting employee 
engagement in decision making, building relationships, sharing information, encouraging growth and 
development of self and others, and modeling the Labor Management Partnership. These competencies will 
be developed in employees, managers, and union leadership. 
In their performance appraisals, managers and employees will be held accountable for demonstration of 
leadership competencies and behaviors, and a commitment to the principles and progress of the Labor 
Management Partnership. Recognition should be based on these competencies as well as work group and 
organizational performance. 
Front-line managers have historically served a vital role in leading the workforce. Whenthe partnership 
evolves to the point that self-directed work teams are functional, front-line managers will continue to play a 
crucial role in providing leadership and support to front-line workers, but the role will change in style, scope, 
and content. The role will evolve from directing the workforce to coaching, facilitating, and supporting a 
large self-directed workforce. 
Supporting Involvement in Community Services 
Kaiser Permanente and the Coalition of Kaiser Permanente Unions will support involvement in sponsored 
and unsponsored community service. This will further serve our communities and make them a better place 
for our members and staff to live and work, while providing learning opportunities for employees. 
b. FLEXIBILITY 
Kaiser Permanente and the Coalition of Kaiser Permanente Unions are committed to enhancement of 
organizational performance by developing and investing in people and aligning the systems and processes 
that support the achievement of organizational and partnership goals. Further, we are committed to 
becoming a high performance organization and to the KP Promise and the Labor Management 
Partnership as a foundation for reaching this goal. 
We recognize that market-driven change has created a challenging competitive situation that is 
characterized by a limited number of skilled workers and new entrants into the workforce, changes in 
technology, changes in clinical practice, cultural diversity, changing demographics and high demand for 
quality service. To become a high performance organization in this environment requires organizational 
change. 
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Becoming a high performance organization also requires a pledge from Partner unions and Kaiser 
Permanente to modify traditional approaches, to work diligently to enhance flexibility in labor contracts, to 
willingly explore alternative ways to apply seniority and to address jurisdictional issues in order to achieve 
organizational performance goals. It is expected that the parties will undertake this in a way that is 
consistent with the Partnership, while at the same time preserving the principles of seniority and union 
jurisdiction. 
The following is minimally required to create an environment that balances Kaiser Permanente's need for 
flexibility in removing barriers to enhanced performance with Partner unions' need to honor seniority and 
jurisdiction. The goal is to create a climate based on trust that promotes achievement of Partnership 
outcomes and fosters an environment in which Kaiser Permanente, Partner unions, and employees 
effectively respond to and address issues at the local level. It is not the intent of the parties to undermine 
the principles of seniority and union jurisdiction or to reduce the overall level of union membership. 
Management is not looking for the right to make changes unilaterally to achieve greater flexibility, but 
expects the unions to work with them to address flexibility needs. The need for and desirability of joint 
decision making is acknowledged. 
Management recognizes the union's interest in a balanced approach which will not disadvantage one union 
relative to another and acknowledges that a broad, long-term perspective be adopted. 
Commitment to performance improvement through joint, continuing efforts to redesign business systems 
and work processes. This includes simplifying workflow, eliminating redundant or unnecessary tasks and 
coordinating workflow across boundaries. It also requires alignment with and implementation of the 
- business strategy and the principles of the Labor Management Partnership. 
Incorporation of labor management partnership principles in redesign efforts. These include: 
Involving affected employees and their unions in the process 
Assessing impact on employees 
Minimizing impact on other units due to bumping and other dislocation 
Providing fair opportunity for current employees to perform new work 
Re-training or re-deploying affected employees 
Applying the principles of employment and income security 
Creation of mutually agreeable local work design processes to address local conditions while ensuring high 
levels of quality, service, and financial performance. Flexibility will enhance management's ability to meet its 
employment security obligations, just as flexibility will be enhanced by joint labor management influence 
over workplace practices. Principles to be observed include: 
Respect for seniority and union jurisdiction 
Flexibility for employees' personal needs 
Flexibility in work scheduling, work assignments, and other workplace practices 
Commitment of local labor management partners to exhibit creativity and trust to resolve difficult issues 
such as: 
Contractual and jurisdictional issues that are inconsistent with partnership principles and/or that are 
barriers to achievement of partnership goals 
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Considering reciprocity of seniority between bargaining units to facilitate employee development and 
performance improvement 
Enhancing employee mobility across regions and partner unions and into promotional opportunities 
Cross training staff across job classifications and union jurisdictional lines where it makes operational or 
business sense or where union and employee's interests are accommodated 
Enabling team members to perform operational functions across boundaries (job classification, 
department and/or union jurisdiction) within their scope of practice and licensure to serve" 
members/patients 
Utilizing a joint process to resolve issues of skill mix, classification, and the application of the provisions 
of the National Employment and Income Security Agreement. 
Mechanisms for flexibility include, but are not limited to: 
Expanding skills of staff 
Developing innovative and flexible scheduling and work assignments to balance staffing and workload 
Alternative work assignments and schedules to accommodate variations in staff workload 
Shifting tasks to accommodate periods of peak demand 
Temporary assignments to other work 
Using supply-demand management tools to anticipate staffing needs 
Other innovative employment options such as seasonal employment and job sharing. 
In applying the principles of the Partnership, local labor management partners may make a variety of joint 
agreements or practices to enhance organizational performance and to accommodate employee interests. In 
order to encourage creativity and joint risk taking, such agreements will be non-precedent setting and not 
apply to other units, departments, medical centers, or service areas. However, sharing and adoption of best 
practices is highly encouraged. 
c. EDUCAT ION A N D T R A I N I N G 
We recognize that in order to achieve the KP Promise, the vision of the Pathways to Partnership, and 
enhanced organizational performance, a significant commitment must be made to invest in the training and 
education of the workforce. Furthermore, most of the policies, commitments and plans described in this 
Agreement cannot be successfully accomplished without the committed efforts of Kaiser Permanente 
employees. Meaningful participation requires a high level of knowledge and understanding of the business 
of health care, the operations of Kaiser Permanente and the principles of the Labor Management 
Partnership. Therefore, we share the goal of a comprehensive, jointly-administered education and training 
effort with joint design and oversight teams. 
National Support 
The BTGs identified a variety of educational requirements necessary to advance the partnership and 
transition into high performing, committed work teams. To address these recommendations, the 
Strategy Group will establish a national education task force to evaluate the BTG educational 
recommendations and develop a plan for integrating the recommendations into the organizational structure. 
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The committee will consider: 
Development of a uniform and consistent tracking mechanism for all National Labor Management 
Partnership and regional employee education and training 
Methods to secure and coordinate funds from external sources 
Jointly administered educational funds for partnership training 
Integrating education into current processes and funding mechanisms 
National templates for employee education 
Providing national guidance and coordination to Regions including the collection and dissemination of 
best practices in training design and content 
National support for the development of Partnership activities. 
Support for the educational requirements of Partnership teams including: 
Partnership orientation 
Business education (root learning maps) 
Interest-based problem solving 
Consensus decision making 
Union education 
Issue resolution and corrective action and 
Understanding institutional unions. 
Support includes program development, train-the-trainer programs, partnership team orientation and 
consultation. 
Joint Employee Education Design and Teams 
Joint oversight of local Partnership and other joint training will be provided under the guidance of the 
Regional Partnership Teams. The national education committee will provide guidance for local/regional 
teams concerning: 
National and Regional oversight/administration 
Processes to inventory current employee education activities 
Audit current spending (total and percentage of payroll) 
Create/implement a funding tracking system 
Determine feasibility of a National Education Resource Center 
5. EMPLOYEE HEALTH AND SAFETY 
Creating an environment that respects and supports the health and safety of employees as well as patients 
is key to achieving performance results. Therefore, Kaiser Permanente and the Coalition of Kaiser 
Permanente Unions commit to the guiding principles that best insure employee health and safety: protect 
yourself, protect our employees and protect our members, and protect Kaiser Permanente assets. By 
adopting these principles we are initiating and identifying specific areas through which these principles can 
be promoted and institutionalized. 
Health and Safety programs should provide integrated services, benefits, and programs. The collective goal 
is to integrate current health and safety teams into partnership teams. 
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Health and safety teams, integrated as partnership teams will assist in prioritizing and implementing funding, 
determining accountability and developing measurements, and may assist in or oversee the implementation 
of consistent Health and Safety and prevention programs. These teams may be linked to and will coordinate 
with the Regional Partnership Teams or National Teams as appropriate. 
The existing California Draft Integrated Disability Management policy and the guidelines for temporary 
placement of bargaining unit employees will be reviewed and considered for national adoption. As areas 
adopt the plan, local Labor Management Partnership Teams will work with local health and safety 
teams/departments to coordinate and assist in implementation. A communication plan will then be 
developed and timetables established to implement the program. The priority guidelines for temporary 
placement of bargaining unit employees will be followed. 
Priorities at the national and local levels may include reporting and performance measurement systems, with 
accountability measures to determine the return on investment and continuation of the program, injury and 
illness prevention, and other jointly developed outcomes. 
A Consistent Set of Prevention Programs 
An Environmental Health and Safety partnership effort will determine a set of prevention programs that 
include the following tasks: 
Patient handling: develop a Code of Safe Practice, conduct Team Patient Handling training, purchase 
equipment, establish lift teams 
Bioodborne pathogens: form National Labor Management Partnership Sharps Safety Committee; 
pursue the goal of obtaining, maintaining, and utilizing the safest sharps safety devices that ensure 
the most passive features; develop sharps injury log; monitor sharps disposal; implement training 
Workplace violence: collect and review incident data; implement training; determine cellular phone 
needs/allowances; establish uniform policies for a) visitor access, b) communication with family on 
patient status, c) staffing, training, equipment, and procedures for cash handling, d) immediate 
employee access to emergency services, e) confidentiality of employee information, and f) other 
related topics deemed necessary; recommend engineering and administrative controls; provide 
debriefing and counseling for impacted employees; develop a uniform system for recording 
workplace violence incidents. 
Chemical exposure: review current chemical hazards training efforts and develop new training; ensure 
chemical information is available and accessible; set clear policies and procedures. 
Facility cleanliness: improve orientation and training of environmental service employees and involve 
employees in efforts to improve the cleanliness of facilities. 
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4. WORK-LIFE BALANCE 
As a health care organization, Kaiser Permanente and the Coalition are committed to the health and well-
being of employees and to work-life practices, programs and services that balance work and life cycle 
challenges. Employees who are supported in balancing their work and personal lives are more effective in 
their work, more productive as team members, and better able to deliver quality health care and service to 
members/patients. The organization's responsiveness to individuals' needs, both on and off the job, is a 
powerful predictor of productivity, job satisfaction, commitment and retention. 
The Labor Management Regional Teams should provide leadership on work-life balance issues. They should 
develop operational policies, oversee implementation of work-life balance programs, and coordinate 
ongoing training and communication about life balance. 
There are two key components that together enable us to improve work-life balance: time away from work, 
and services that support health and well-being. 
Time Off 
Partnership unions and management believe that time away from work is essential to achieve work-life 
balance. It is important for employees to take time for leisure as well as time to manage the demands of 
their personal lives. 
Attendance education: Education about the appropriate use of sick leave, coupled with monitoring and 
corrective action when needed, can help managers and employees balance the obligation to be at work 
with the need to take care of health and well-being. For those bargaining units with traditional sick leave 
time off benefits, the "Labor Management Education Program: Attendance" currently used in the North 
Valley Service Area, may be a model for attendance education. 
Donating days: The Partnership should create a mechanism for employees to voluntarily donate some 
earned time off, vacation, or life balance days to employees in need. 
Work-Life Balance Services 
To achieve work-life balance goals, Partner unions and Kaiser Permanente should evaluate a continuum of 
available services—health promotion, employee assistance services, and referral services. 
There are three parts to work-life balance services: 
Health promotion focuses on keeping people healthy. Health promotion services and programs may 
include, but are not limited to, self-help classes, support groups, stress management, conflict 
management, and cultural sensitivity/awareness training. 
Employee assistance services are intended to maximize employees' ability to cope and remain 
productive during stressful events and life crises. Such services should be sponsored nationally and 
implemented locally. They include work-life problem assistance, such as drug and alcohol assistance 
NATIONAL AGREEMENT | 1 7 
assessment and referral, short-term family counseling, and manager/union consultation services. Life 
crisis services include emergency financial aid and grief counseling. 
Referral services provide a caring environment that is sensitive to the variety of employee needs. 
Company sponsored, arranged or subsidized services may be provided. We should utilize Kaiser's size 
to obtain discounts in contracts for goods and services. This should benefit employees with minimal 
added cost. Examples include mass transit incentives, financial counseling services, concierge services, 
and computer discounts. Some of these services are provided currently through the California 
Division Employee Activity Program. Expansion of these services nationally may be evaluated by the 
Strategy Group during future years of the contract. 
Regional, service area, or facility partnership teams will be responsible for overseeing and insuring 
implementation of work-life balance programs as mutually agreed. Some of the responsibilities include: 
Inventory of existing services 
Assess high priority new or expanded services to include health promotion services and programs, 
employee assistance services and referral services 
Work with local employee assistance personnel to ensure implementation of recommended new or 
expanded services 
Ensure communication to all employees regarding access to available services 
Periodically evaluate utilization, cost savings and satisfaction with services 
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1. UNION LEAVES OF ABSENCE 
In support of the Partnership relationship, upon request, the Employer will grant time off to employees for 
official Union business so long as the number of employees absent for union business does not impose an 
unreasonable burden on the Employer and the Employer receives reasonable notice. 
Union leaves will be defined according to the following: 
Short Term Leaves are defined as leaves up to thirty days. Employees will continue to accrue seniority, 
service credit and benefits during the time of the absence, at the expense of the Employer. The 
impact of multiple short term leaves on the operations must be considered. 
Long Term Leaves are defined as leaves of absence for more than 30 days and up to a maximum of 
one year. Such leaves will be granted by the Employer in increments of three months and shall be 
reviewed periodically by the Regional Partnership Teams. Seniority, service credit, credited service and 
health, dental, and life insurance benefits will continue during the leave so long as the union 
reimburses Kaiser Permanente for the cost of such. 
Elected Official Leave. Any employee elected to a union office will be automatically granted a leave of 
absence for the duration of the term or three years, whichever is less. Employees must return to 
work after the completion of one term. Seniority, health, dental, and life insurance benefits will 
continue during this time, so long as the Union reimburses Kaiser Permanente for the costs of such. 
Service credit and credited service will be applied for a maximum of two years, so long as the union 
reimburses the Employer for such costs. Per local agreement, leaves beyond one term may be 
granted, but will not include service credit. 
Kaiser Permanente will pay employees for absences in order to participate in grievances, issue resolution 
meetings, Kaiser Permanente Work Committees and interest-based negotiations under the Living 
Agreement Section. Paying employees for participation in panel arbitrations will be the decision of the 
Regional Partnership Team. 
The Employer and the leaders of the Partnership Unions will work together to ensure reasonable notice and 
to minimize impact on service and care delivery associated with this provision. 
2. CORPORATE TRANSACTIONS 
The parties recognize that unions and employers do not stand still. Unions merge with each other, or in 
some cases, split into smaller parts. Employers buy and sell operations, spin off business units, merge with 
other entities, or otherwise restructure their operations. 
Through implementation of the Partnership principles embedded in this National Agreement, the parties 
expect to establish open communication concerning business and organizational issues affecting their 
respective operations. The parties anticipate that in most instances through such communication and the 
Partner Unions' ongoing involvement in Kaiser Permanente's business matters, the Unions will be aware of 
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business issues that may cause Kaiser Permanente to consider transactions such as those described above. In 
such circumstances, the parties contemplate that they will move to more formal discussions concerning such 
contemplated transactions as Kaiser Permanente's consideration of options proceeds. The parties intend that 
the Coalition of Kaiser Permanente Unions and the affected Partner Unions will be involved in such 
consideration in a manner consistent with Partnership principles and that the legal and contractual rights of 
the affected employees will be honored in any resultant transaction. 
3. VOLUNTABY COPE CHECK-OFF 
The Employer agrees to administer a voluntary check-off of employee contributions to the Union's political 
education and action fund. The program shall include the following provisions: 
Contributions to the political education and action fund are voluntary for employees 
The Union is responsible for obtaining check-off authorization from each employee who wishes to have 
a voluntary payroll deduction 
The Union will reimburse Kaiser Permanente for the costs of administering the payroll deduction 
Kaiser Permanente will implement this program if its attorneys advise, or if the IRS offers either an informal 
opinion or a controlling letter or decision, that this proposed program does not jeopardize Kaiser 
Permanente's non-profit status. In the latter case, the parties commit to seek the IRS opinion before the 
implementation of the National Agreement on October 1, 2000. Under no circumstances will the check-off 
be implemented before ratification of the Agreement. 
4. SUB-CONTRACTING 
[A] Consistent with current practice, Management reserves the right to meet immediate day-to-day 
operational needs by contracting for services, for example, through registry, temporary services, etc. 
[B] The Parties reaffirm a Partnership presumption against the future sub-contracting of bargaining unit 
work. 
[C] The parties further affirm their commitments to address any regional or national issues concerning future 
subcontracting of bargaining unit work through a process of joint problem solving at the Regional 
Partnership Council and at the National Labor Management Partnership Strategy Group level 
respectively. 
20 NATIONAL AGREEMENT 
[D] Coincident with paragraph [C3 above, the parties agree that the newly formed Strategy Group will be 
charged, at its first meeting, with the responsibility for (1) reviewing subcontracting in view of current 
and future business realities as well as the employment and income security needs of the workforce; (2) 
developing a national policy which will address policy and practice guidelines with respect to past, 
current and future contracting; and (3) establishing appropriate decision making and issue resolution 
processes for issues arising under the national or any local or regional subcontracting policy. 
In developing these policies, the Strategy Group will solicit and consider input and recommendations 
from the Local and Regional Partnership Teams. In making these recommendations, the Local and 
Regional Partnership Teams will collect and analyze data regarding the nature and scope of regional and 
local subcontracting. 
[E] Nothing in this section is intended to supplant or replace more restrictive subcontracting provisions 
contained in existing local contracts or issues currently being processed within those provisions or 
negotiated subcontracting policies made at the local level. 
NATIONAL AGREEMENT | 2 1 
fE.?fPjR®SiUE/M fSt)i3V]l N G PROjCESlS&S 
1. ISSUE RESOLUTION AND CORRECTIVE ACTION PROCEDURES 
An effective means of resolving issues is fundamental to the long-term success of the Labor Management 
Partnership. Solving workplace concerns quickly and by those most directly involved is essential to reducing 
conflicts, grievances, and patient/member complaints. It will also contribute to better relations and a more 
constructive work environment. Issue Resolution and Corrective Action procedures work in tandem to 
achieve these outcomes. To that end, the procedure has two components: 
A system for raising and quickly resolving workplace issues using interest-based problem solving by 
those directly involved with the issue and 
A method of resolving performance and behavior issues in a non-punitive fashion in which employee, 
supervisor and Union representatives work together to identify the problem and craft the solution. 
The Issue Resolution and Corrective Action Plan 
Summary of Issue Resolution: 
Issues are raised at the work unit level and the stakeholders within the work unit will meet to attempt 
to resolve the concern. Issues unresolved at the work unit level are reviewed by the local Partnership 
Team. If the concern continues to remain unresolved, the issue can be referred to the Regional 
Partnership Team for resolution. Issue Resolution is an alternative to, but does not replace the 
Grievance Procedure. 
Summary of Corrective Action: 
The Corrective Action Plan has five levels: Oral Reminder, Individual Action Plan, Corrective Action 
Plan, Day of Decision and Termination. The first two steps are informal with no documentation in 
the personnel file. There are no warning letters or suspensions. The goal is to jointly correct the 
performance or conduct, rather than punish the employee. An employee who disputes any action at 
any level under this procedure, shall have the right to file a grievance. 
Implementation of the Procedure: 
By no later than April 1, 2002, Regional/Service Area Partnership Teams should have in place the 
following, which will replace any existing procedures: 
A jointly developed and adopted Issue Resolution and Corrective Action Procedure which, although it 
can be locally customized, is consistent with the National Issues Resolution and Corrective Action 
Plan. The Plan should be obtained from the Office of Labor Management Partnership. 
Managers, stewards, and Partnership Team members trained in interest-based problem solving and 
corrective action procedure. 
A thorough orientation in how to access and utilize the procedures for all covered employees. 
The procedure must be implemented simultaneously throughout an entire Service Area or Region after all 
the required training and orientation has been accomplished. 
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To address matters pertaining to the National "Responsible Reporting" initiative, interim measures may be 
necessary while the above-mentioned Issue Resolution and Corrective Action Procedures are jointly crafted 
and employees, stewards, and managers trained in their use. Patient care errors should be separated from 
other performance issues and be processed in accordance with the Responsible Reporting guidelines and not 
by utilizing traditional disciplinary procedures. 
2. PARTNERSHIP AGREEMENT REVIEW PROCESS 
(Applicable to Section 2 and Section 3 as noted] 
After sharing information and fully discussing and exchanging ideas and fully considering all views about 
issues of interest and concern to the parties, decisions should be reached that are satisfactory to all. 
However, it is understood that the parties may not always agree. Disagreement at the facility level which 
arises out of the interpretation and/or implementation of Section 1, should be referred to the local level 
Partnership Team for discussion in an attempt to reach a consensus decision. If it is unresolvable at the focal 
levet, the Regional Partnership Team must address and attempt to resolve the issue at its next scheduled 
meeting but no later than 30 calendar days following its referral. The Regional Partnership Team will, after 
careful review of all facts and interests, craft a consensus decision designed to resolve the issue. 
If consensus proves impossible, the matter may then be referred to a national panel comprised of two union 
and two management members of the Labor Management Partnership Strategy Group, along with a 
predetermined neutral designee selected by the Strategy Group. The panel will be designated immediately 
upon receiving a request. The panel will meet, confer and ultimately craft a solution within 30 days unless 
the time is extended by mutual agreement. It is the responsibility of the neutral designee to ensure that a 
final resolution to the issue is crafted. The resolution will be final and binding on all parties. The Strategy 
Group members selected should be from among those least vested in the substance of the disagreement. 
Questions involving interpretation of the National Agreement may also be submitted to this Review Process 
by national parties. 
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In recognition that the substance, as well as the spirit and intent, of this Agreement is largely dependent 
upon the existence of the Labor Management Partnership, the labor and management signatories commit 
to continue participation in and support of the Partnership throughout the term of this Agreement. 
While the Labor Management Partnership Agreement, inclusive of clarifying addenda of Employment and 
Income Security and Recognition and Campaign Rules, provides for a sixty-day notification period for either 
of the parties to disengage from the partnership relationship, the Review Process in Section 1 of this 
Agreement substitutes said notification with an alternative process of reviewing and resolving issues that 
could otherwise individually or collectively result in the dissolution of this partnership. 
Notwithstanding the parties' commitment to this ongoing relationship, there may be instances where either 
side may engage in such egregious non-partnering behavior that the corresponding partner takes unilateral 
action and may also withdraw some or all of the partnership privileges extended to the other party. Such 
conduct, unilateral action or withdrawal could likewise be submitted to the Review Process for 
determination and resolution. 
Until the partnership relationship matures, the parties recognize that, on occasion, either party may engage 
in behavior that conflicts with partnership principles and elicits corresponding behavior from the other party. 
It is expected that this Review Process could also be instrumental in providing guidance to the parties for 
the future. 
Although the commitment to use the Review Process as the alternative to serving a sixty-day notice of 
termination of the partnership agreement runs concurrently with the National Agreement, the Labor 
Management Partnership Agreement continues in effect and does not terminate with the expiration of this 
Agreement. 
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SECTION 2: WAGES AND BENEFITS 
[Ongoing Obligations] 
COTWPiENSftTION 
To promote Partnership principles and support our guiding principle that Kaiser Permanente become the 
"employer of choice" in the health care industry, Partnership employees should receive excellent wages. We 
recognize, however, that wages alone will not support our "employer of choice" strategy. In addition to 
wages, we are committed to investing in benefits, workforce engagement, training and development 
opportunities, and leadership development as critical elements in pursuing this goal. 
In valuing and rewarding employees for length of service with Kaiser Permanente, the parties agree that 
wages should be tenure based. In addition to length of service, the parties agree to consider these factors in 
developing and adjusting compensation levels: labor market conditions, changes in cost of living, internal 
alignment, recognition of the value of the Labor Management Partnership, and ability to recruit new 
employees. 
Compensation changes during the term of this contract include three components: 
Annual across-the-board (ATB) wage increases 
Equity adjustments in the first two years of the contract and 
Potential for performance sharing bonuses in the last three years of the contract. 
1. ACROSS-THE-BOARD WAGE INCREASES 
Effective Regions Outside California Regions Outside of 
Date1 California California RNs1 California RNs 
10/1/00 
10/1/01 
10/1/02 
10/1/03 
10/1/04 
4% 
4% 
4% 
4% 
4% 
4% 
4% 
4% 
3% 5 
3.5%5 
[See note 3] 
6% 
5% 
5% 
5% 
6%4 
6% 
5% 
4%5 
4.5%5 
1
 Effective beginning of pay period closest to October 1. 
7
 For Southern California RNs include: UNAC (RNs. RNPs, PAs), AFN, KPNAA and Social Service psych RNs. 
3
 UNAC - 6/00 (2%), 10/00 (6%), 6/01 (2%); AFN - 4/00 (4.4%) [previously implemented], 10/00 (4%) 
4
 OFNHP-4 /00 (6%). 10/00 (1.5%), 4/01 (1.5%) 
5
 Potential to increase up to 4 % (5% for RNs) if regional performance targets are met. 
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2. EQUITY ADJUSTMENTS 
Equity dollars are available for a broad range of issues and will be distributed by mutual agreement of the 
parties at local negotiations. Examples of possible uses of Equity adjustment are two-tier systems 
(geographic, date of hire), differentials (senior, lead, charge, shift, bilingual), overtime or premium pay, 
reclassifications, internal or external equity, internal job classification alignment, market-sensitive and hard-
to-recruit situations, longevity pay, specialty pay, across-the-board wage increase enhancements, benefits 
not covered by the National Agreement, and implementation of Bargaining Task Group recommendations, 
as appropriate. 
Year Northern California Southern California Regions Outside California 
1 
2 
1.5% 
0.6% 
.75% 
1.75% 
1% 
0.5% 
The equity percentages listed above are percentages of each local labor union's total payroll, defined as all 
compensated hours times the weighted average wage rate. Distribution of equity monies is to be negotiated 
in local negotiations within the guidelines stated above. 
3. PERFORMANCE SHARING 
Performance Sharing is intended to recognize that, through the Labor Management Partnership, employees 
and their Unions have a greater opportunity to impact organizational performance and employees should, 
therefore, have a greater opportunity to share in any performance gains. Performance Sharing is over and 
above base wage rates and will be based on mutually-agreed-to performance factors and targets. 
Performance targets will be set by Region and may be based on quality, service, financial performance or 
other mutually acceptable factors. 
If targets are met, Performance Sharing opportunities will be as shown below. All amounts will be based on 
total payroll for employees covered by the Partnership in each Region: 
Year 3-1 % payout at target to be paid out in First Quarter 2003, based on 2002 performance 
Year 4-2% payout at target to be paid out in First Quarter 2004, based on 2003 performance 
Year 5-3% payout at target to be paid out in First Quarter 2005, based on 2004 performance 
The National Performance Sharing Program is dependent and based on the implementation of Partnership 
structures and processes that empower employees to have an impact on the program's targeted factors. To 
afford employees a reasonable opportunity to earn the above Years 3, 4 or 5 payouts, Partnership structures 
and processes must reach critical thresholds to support the program. Further, the factors used must be 
measurable against mutually agreed upon predetermined targets. The resources for the National 
Performance Sharing Program will be achieved through enhanced organizational performance. 
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As the Labor Management Partnership continues to grow and evolve, an important element is to ensure 
that employees share in the success of the organization as enhanced performance is achieved through the 
Partnership. Specifically, all Partnership employees will participate in a National Performance Sharing 
Program, which provides an annual cash bonus based upon Regional performance in the areas of quality, 
service, financial health and other mutually acceptable factors. To that end, during the first quarter of 2001, 
the Strategy Croup shall appoint a joint Labor Management Partnership Work Group to develop a National 
Performance Sharing Program. The jointly designed Program will reward partnership employees for reaching 
mutually agreed upon Regional targets. 
In developing the new National Performance Sharing Program, the design Work Group will adhere to the 
following agreements reached during Common Issues Bargaining: 
All Kaiser Permanente employees covered under the Labor Management Partnership Labor Agreement 
shall participate in the Program. This includes full-time, part-time, short-hour, casual, on-call and per 
diem employees. 
Other incentive, gain sharing or reward programs may currently cover some Labor Management 
Partnership employees. In such cases, employees may not receive a payment from the National 
Program in addition to a payment from a current program. Instead, employees shall receive the 
higher of either the new National Program or their current program. 
At any time during the term of this Agreement additional sub-regional plans may be mutually 
developed. In these instances, the covered employees will not receive a payment from both 
programs, but will receive a payment from the program that provides the highest payment. 
The Program year shall be the calendar year, with mutually agreed upon Regional targets set at the 
beginning of each year. The Program shall run for the calendar year with final results determined and 
payments issued during the first quarter of the year following the end of the Program year. 
The Performance Sharing Program will establish mutually agreed upon Regional targets with a bottom 
threshold (minimum payment) and an upper limit stretch target (maximum payment) in the areas of 
quality, service, financial health and other mutually acceptable factors. Each Region will establish a 
process to develop mutually agreed upon targets with thresholds and maximums. To the extent 
appropriate and if mutually agreeable, Regional targets should be aligned with, and may be identical 
to, physician and managerial incentive targets. The percentage payouts listed above will be paid for 
achieving performance at targeted levels. Proportional payouts (i.e., higher or lower than listed 
above at target level) will be made for performance achieved that is either above or below targeted 
levels. 
Employees must be in job classifications covered by the Labor Management Partnership Labor 
Agreement during the Program year and be an active employee on December 31st to receive a 
payment under the National Program for that year. However, employees who retire during the 
Program year or prior to the payment date or transfer to another Kaiser Permanente job classification 
not covered under the Partnership Labor Agreement shall receive a pro-rated payment based upon 
compensated hours attained during the Program year in a job classification covered under the 
Partnership. 
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While the actual targets may be different from Region to Region, the factors used (i.e., quality, 
service, finance, etc.) and the cash opportunity for reaching each of the targets shall be consistent 
across all Regions. 
The design of the National Program and the setting of annual targets shall enhance service and quality 
of care. 
Targets should be set to stimulate and reward improvement; however, from Region to Region there 
must be a reasonable and relatively equal opportunity to reach each of the targets. 
The Strategy Group, or other joint committee appointed by the Strategy Group, shall annually review 
the targets set in each Region to ensure relative equity in achieving the targets across the Regions. 
Distribution of the Performance Sharing pool will be calculated as a percentage of the Regional total 
payroll, defined as total compensated hours times the established Weighted Average Rate (WAR) for 
all employees represented by local unions who are party to this agreement. 
Payouts will be made in the form of lump sum bonuses proportional to the compensated hours of each 
employee. However, employees with 1800 compensated hours or more in the program year shall be 
considered full time employees for the purposes of the Performance Program and have their hours 
capped at 1800 hours. Employees with compensated hours less than 1800 hours shall receive a 
bonus pro rated for compensated hours. 
The joint Work Group shall complete the design of the National Performance Sharing Program and submit it 
for final approval to the Strategy Group, or other joint committee appointed by the Strategy Group, by end 
of the second quarter of 2001. The National Program shall be based on performance targets for calendar 
year 2002 with payment opportunity during the first quarter of 2003 and yearly thereafter. 
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1. MEDICAL BENEFITS 
a. BASIC COMPREHENSIVE PLAN 
The parties agree to jointly request that Kaiser Foundation Health Plan, Inc. (KFHP) identify them as a 
national purchaser of health care benefits ("national group"), and that one or more marketing account 
managers be assigned to the national group. Upon granting of this status, the Employers and the Coalition 
of Kaiser Permanente Unions will each designate a senior representative to be responsible for managing the 
account on behalf of the Employers and the Partner Unions ("partnership benefit representatives"). Their 
responsibilities will include, but will not be limited to, working with KFHP, Inc. concerning the initial design 
of the national benefit plan, and working with KFHP, Inc. concerning any changes in benefits or benefit 
coverage contemplated by KFHP, Inc. The parties agree that any such discussions should be initiated no less 
than eight months prior to the effective date of any proposed changes, and that such discussions should be 
concluded no less than six months prior to the effective date. 
Upon granting of national group status, the partnership benefit representatives shall meet promptly with 
KFHP, Inc.'s marketing account managers to finalize the Basic Comprehensive Medical Plan ("Basic Plan") 
for employees covered by this Agreement. The Basic Plan shall be based on a "Kaiser Foundation Health 
Plan Traditional HMO Plan". The parties understand that some variation in benefits may be necessary, but 
the intent is to achieve national uniformity where possible. 
The parties agree that beginning January 1, 2001 the Basic Plan shall include outpatient and hospital and 
other services in addition to the following features: 
Expand quantity of dispensed prescription drugs beyond 30 days for up to 100 days/3 months for 
maintenance medications, barring state statutory or other legal or technical barriers 
Eligibility: 20+ hours (Colorado flex impact 20+/wk 100% allocation for mid-level plan) 
Effective Date: 1st of month following eligibility 
Dependents (spouse, domestic partner, unmarried children up to 25, special dependent) and 
Coverage for Durable Medical Equipment (DME): add a benefit to the Health Plan coverage which 
matches the DME benefit provided to other KP employee groups in the region. 
The parties agree that all local plans shall remain in effect as negotiated locally until the commencement of 
the 2002 Plan Year or sooner, at which time the Basic Plan shall supercede and replace all local plans. 
Flexible benefit programs in local labor agreements, amended to reflect the features above, will remain 
unless another plan is implemented by mutual agreement. 
Effective October 1, 2000, the employee benefits, co-pays and premium shares paid by the employee 
established in the local plans shall be maintained for the life of this Agreement. Disputes arising under this 
provision will be handled in accordance with Section One, Article E, Problem-Solving Processes. 
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Effective October 1, 2000, the premium shares in the Northwest Region will be reduced to pre-1996 levels. 
Effective October 1, 2003, the premium shares in the Mid-Atlantic Region will be reduced by 50% of the 
current levels. The parties may agree to a more favorable premium sharing plan that shall be funded by Year 
2 Equity Adjustment funds. 
b. PARENT COVERAGE 
Parents and parents-in-law of eligible employees residing in the same service area will be able to purchase 
Health Plan coverage, pending legal review for compliance. 
c. HEALTH CARE SPENDING ACCOUNT 
Effective January 1, 2001, all employees will be offered the following: 
A Health Care Spending Account (HCSA) option will be provided to employees eligible for benefits. 
This account is a voluntary plan that allows the employee to set aside pre-tax dollars to pay for 
eligible health care expenses. The maximum HCSA annual contribution will be $3,000. HCSA may 
be used to pay for certain expenses for the employee and eligible family members as permitted 
under IRS Code. 
d . FLEXIBLE BENEFIT STUDY 
An important consideration in attracting and retaining a changing workforce is the benefit package and our 
mutual need to ensure that the high financial commitment toward benefits are structured in a manner 
which delivers high value to both current and prospective employees. Kaiser Permanente and the 
Partnership Unions have a mutual interest in maximizing employee satisfaction and supporting successful 
recruitment and retention of employees by examining creative options for the delivery of employee benefits. 
The parties have committed to a Labor Management Partnership study to evaluate best practices and 
recommend an approach that will increase employee satisfaction in the benefits, which constitute an 
important and costly portion of total compensation. Both parties agree that flexible benefit delivery 
mechanisms will be thoroughly examined as part of the study. 
The Strategy Group shall appoint a joint workgroup within 60 days of ratification, to commence work on 
this study. The workgroup will deliver findings and recommendations to the Strategy Group no later than 
April 1,2001. 
The work group will: 
Explore benefit options that neither add nor decrease current costs to the organization 
Ensure that as benefit costs escalate, the Employer will bear the costs as in prior plans 
Develop options that give employees the opportunity to select high, medium and low medical and 
dental plan options 
Develop options that give employees the opportunity to enhance existing benefits (eg, vision, life 
insurance, income protection, etc.) l 
Develop options that give employees the opportunity to select increased income protection (short-term 
disability, long-term disability, life insurance, etc.) 
Develop options that give employees the opportunity to select new benefits not previously provided 
(long-term care, chiropractic, orthodontia, etc.). 
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In completing this study, the work group will consider options that increase employee choice and provide 
creative benefit options in an affordable manner. Any option that may be offered requires mutual 
agreement before implementation. 
2. RETIREMENT BENEFITS 
a. JOINT DEFINED CONTRIBUTION/DEFINED BENEFIT STUDY 
Labor and Management agree that it is important to provide long service employees with an adequate level 
of income replacement at retirement. We also believe our retirement program should support recruitment of 
new employees, improve retention of existing employees, and enhance overall employee satisfaction with 
their benefits. 
We believe this can be accomplished through the consideration of a retirement program that includes Social 
Security, an employer-provided defined benefit pension plan, and a defined contribution plan. Coupled with 
education and information, this program would be intended to encourage the participation of all employees 
in personal investment choices and planning to better prepare them for retirement. 
The study is expected to address the interests of Labor, Management and employees; Therefore, the parties 
have committed to a Labor Management Partnership Project to evaluate best practices and existing 
programs and recommend a design that meets both our interests and the diverse needs of the workforce. 
Any revisions to the current Pension Plans resulting from the study will be jointly developed and must be 
mutually agreed upon. 
b. C O M M O N RETIREMENT PLAN 
A Labor Management Partnership Committee composed of four members, two union and two 
management, will be formed. Two of these members will also participate on the Joint Defined 
Benefit/Defined Contribution Study committee mentioned above. This committee will consider the 
implementation of a modified common multiplier and early reduction factor for the defined benefit plans. 
The multiplier evaluation will occur within year two of the contract. Any retroactive application for 
employees retiring between October 1, 2000 and the implementation date of the plan change will be 
determined by the committee. The early reduction factor evaluation will occur within year three of the 
contract. 
Any retroactive application of the early reduction factor for employees who retire on or after January 1, 
2002 will be determined by the committee. 
Any revisions to the current Pension Plans recommended by the committee will be jointly developed and 
must be mutually agreed upon. 
Effective October 1, 2000, any existing caps on the defined benefit multiplier will be removed. 
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c. PRE-RETIREMENT SURVIVOR BENEFITS 
Under the pension plans, a pre-retirement survivor benefit is payable to the spouse of a deceased employee. 
The survivor benefit will be expanded to include domestic partners and/or qualified dependents of 
employees. 
Domestic Partner Benefits Under the Pension Plan 
Under the pension plans, a survivor benefit will be payable to an employee's designated domestic partner 
upon the employee's death. An affidavit must be completed whereby the domestic partner and employee 
certify that they: 
Live together, sharing the same living quarters as their primary residence, in an intimate, committed 
relationship of mutual caring 
Have no other domestic partner at the time of the Participant's death 
Are responsible for each other's basic living expenses during the domestic partnership 
Are not married to anyone 
Are each 18 years of age or older 
Are not related to each other as a parent, brother or sister, half brother or sister, niece, nephew, aunt, 
uncle, grandparent, or grandchild and 
Have not been covered by Kaiser Permanente-sponsored benefits with another domestic partner at any 
time during the last six months. 
Non-Spouse Survivor Qualified Dependent 
Under the pension plans, survivor benefits will be payable to a qualified dependent. A qualified dependent is 
one or more individuals who, at the time of the employee's death, meet the definition for a dependent as 
defined by Section 152(a)(1) of the Internal Revenue Code. The amount of the monthly benefit will be 
based on the employee's accrued benefit as of the date of death or retirement, whichever is earlier, and will 
be determined as if the employee had retired on the day before death, and had elected the Guaranteed 
Years of Payment method for 120 months with the qualified dependent as beneficiary. 
If a spouse or domestic partner and a qualified dependent survive the employee, the spouse or domestic 
partner will receive the survivor benefit. If the employee is survived by a spouse or domestic partner and a 
qualified dependent and the employee's surviving spouse or domestic partner dies before the tenth 
anniversary of the employee's death, the qualified dependent will receive a monthly benefit effective the 
month following spouse's death and ending on the tenth anniversary of the employee's death. 
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d. GATT A M E N D M E N T 
Effective January 1, 2000, pension plans will be amended to move to the GATT interest rate (the average 
yield on 30-year Treasury Constant Maturities) and mortality tables (GAM 83). All benefits under the plans 
will be calculated using GATT provisions. The interest rate for payments will be determined monthly and will 
be based on the Treasury yield from two months earlier. 
Payments made during 2000 will continue to be based on the greater of the applicable monthly GATT rate 
using the two-month look-back (e.g., payments each month will be based on the Treasury yield from two-
months earlier) and GAM 83; GATT rate for January, 2000 and GAM 83; and January, 2000 annual PBGC 
rate and UP-84. 
e. RETIREE M E D I C A L BENEFITS 
A Labor Management Partnership Committee composed of four members, two union and two 
management representatives, will be formed. This committee will meet no later than January 1, 2003 to 
consider modification of the eligibility for retiree medical benefits for Northern California partner employees 
based on the criteria that apply to Southern California employees. 
The leaders of Regions Outside of California (ROC) and the leaders of their partner unions will meet no 
later than October 1, 2003 to examine the possibility of initiating or modifying eligibility for post retirement 
medical coverage, depending on individual regional performance. 
Any revisions to the current retiree medical benefits will be jointly developed and must be mutually -
agreed upon. 
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3. OTHER BENEFITS 
Effective January 1, 2001, all employees will be offered the following: 
a. DEPENDENT CARE SPENDING A C C O U N T 
A Dependent Care Spending Account (DCSA) option will be provided to employees eligible for benefits. 
This account is a voluntary plan that allows the employee to set aside pre-tax dollars to pay for eligible 
dependent care expenses. The maximum DCSA annual contribution will be $5,000. DCSA may be used to 
pay for certain expenses for eligible family members as permitted under IRS Code. 
b. SURVIVOR ASSISTANCE BENEFIT 
The Survivor Assistance Benefit will cover employees who are eligible for benefits. This benefit will provide 
the employee's chosen beneficiary(ies) with financial assistance upon the employee's death. The amount 
payable is equal to one times the employee's monthly base salary (pro-rated for part-time employees based 
on regularly scheduled hours). Should death occur while the employee is on a leave of absence of less than 
one year, the beneficiary(ies) will continue to be covered by this benefit. 
4. REFERRALS TO THE STRATEGY GROUP 
In order to maximize the value of retirement and other benefits, employees should be educated periodically 
throughout their careers to better understand and utilize the benefits provided and to assist in effective 
retirement planning. The Strategy Group will appoint a committee to develop the content and materials for 
an education program for all Kaiser Permanente employees. 
Phased-Retirement: We agree that the Partnership should work to develop enabling legislation and a 
business case to support phased-retirement. 
A representative of the Coalition of Kaiser Permanente Unions will be designated to serve on the Investment 
Committee of the Kaiser Permanente Pension Plans. 
By November 1, 2000, a subcommittee will recommend resolutions to the following issues: 
Group 3000: Eligible retirees residing within a KFHP service area but outside the Region in which they 
were employed; 
Out-of-area: Eligible retirees residing outside of a KFHP service area; 
Medicare Risk Plan Participation requirements for retirees eligible for retiree medical; and 
Workers Compensation: Whether or not workers compensation should be counted toward retirement 
or retiree medical eligibility. 
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Mutual Review and Resolution Processes 
(For Sections 2 and 3] 
The Parties agree that any dispute concerning interpretation or application of Section 2 or 3 of this National 
Agreement should be first addressed at the local level by the parties directly involved in the dispute. Such 
disputes should be initially handled in accord with the grievance procedure set forth in the applicable Local 
Agreement. Any resolution of the dispute at the local level shall be non-precedent setting. 
If no resolution is achieved at the Regional step of the applicable Local Agreement's grievance procedure, 
within 15 days after receiving the Regional response the moving party may submit the dispute to a National 
Review Council (NRC). The National Review Council will be composed of one permanent representative 
designated by the Union Coalition and one permanent representative designated by Kaiser Permanente 
organizations. The NRC will meet within 10 days after receiving the dispute in an effort to achieve a 
satisfactory resolution. The NRC will notify the parties, in writing, of any proposed resolution. Unless 
otherwise mutually agreed by the parties, any resolution shall be non-precedent setting. If no proposed 
resolution is achieved, or if the moving party does not accept the resolution proposed by the NRC, then the 
moving party may submit the issue to arbitration within 15 days after receiving notice of the proposed 
resolution. Arbitration shall be conducted in accord with the procedures set forth below. 
Arbitrations shall be conducted before panels consisting of two Union representatives, two Employer 
representatives and one neutral, third-party arbitrator who will serve as the panel chair. 
Within 30 days after ratification of this National Agreement, the Parties will designate a list of seven 
arbitrators (one from the East, one from the Rocky Mountain area, two from the Northwest and three from 
California) to serve as panel chairs in their respective geographic areas. The parties will reach mutual 
agreement on arbitrators based on their common experience with arbitrators in each geographic area. 
Arbitrators selected shall be provided an orientation to the National Labor Management Partnership and the 
principles and philosophy of this National Agreement. 
Each arbitrator shall provide at least three days in a calendar year for panel hearings, so that the panels 
chaired by each arbitrator shall be scheduled to convene at least once every four months. A panel date may 
be cancelled no more than 4 weeks in advance if there are no cases to be heard by that panel on the 
scheduled date. Additional dates may be added based on the caseload and the need for timely resolution; in 
such circumstances, the parties will give strong consideration to assigning the case to a panel for a particular 
geographic area whose arbitrator is able to provide the earliest available date. 
Cases will be assigned to each arbitration panel by mutual agreement of the parties at the national level. 
More than one case may be presented to a panel at each session, and the parties will use their best efforts 
to assure that cases are presented within the same calendar quarter; preferably within 30 days after the 
referral to arbitration. 
The order and manner of case presentation shall be consistent with the expedited procedures currently used 
NATIONAL AGREEMENT | 3 5 
by Local parties pursuant to their Local Agreement. Decisions shall be rendered by a panel majority, and 
written Opinions and Awards shall be prepared by the neutral arbitrator. The panel decisions shall be final 
and binding, and written decisions shall issue within 30 days after the hearing is closed. The panel decision 
shall be precedent-setting, unless otherwise mutually agreed by the parties prior to the hearing. 
Time limits may be extended by mutual agreement. At any time prior to issuance of a panel Opinion and 
Award, the Parties at the National level may agree to remand a dispute to an earlier step of the process. 
The arbitrator and arbitration panel shall not be authorized to add to, detract from, or in any way alter the 
provisions of the National Agreement, the Partnership Agreement, or any Local Agreement. 
The arbitrator's fee and all incidental expenses of the arbitration shall be borne equally by the parties; 
however each party shall bear the expense of presenting its own case and expenses associated with its party 
panel member(s). 
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SECTION 3: SCOPE OP THE AGREEMENT 
This Agreement is entered into this first day of October, 2000 by and between the labor organizations 
participating in the Coalition of Kaiser Permanente Unions (Union Coalition) and signatory hereto 
(collectively, "Unions" or individually "Union") and the undersigned organizations participating in 
the Kaiser Permanente Medical Care Program ("Kaiser Permanente"; collectively "Employers" or 
individually, "Employer"). 
K B . COVERAGE 
This National Agreement applies only to bargaining units represented by Local Unions that Kaiser 
Permanente and the Coalition of Kaiser Permanente Unions mutually agreed would participate in the 
national common issues bargaining process and who, prior to the effective date, agreed to include this 
National Agreement as an addendum to their respective Local collective bargaining agreements. Application 
to any other bargaining unit, other than newly organized bargaining units as described below, will be 
subject to mutual agreement of the parties. 
The parties agree that when a Local Union signatory to this National Agreement is recognized to represent a 
new bargaining unit composed of employees of an Employer pursuant to the provisions of the Labor-
Management Partnership Agreement and the Recognition and Campaign Rules, the Local parties shall use 
an interest-based process to negotiate the terms of a Local Agreement and the appropriate transition to the 
National Agreement. 
^ y i C ; THE NATIONAL-AGREEMENT AND LOCAL AGREEMENTS 
Provisions of Local Agreements and this National Agreement should be interpreted and applied in the 
manner most consistent with each other and the principles of the National Partnership. If an irreconcilable 
conflict exists between specific provisions of a Local Agreement and this National Agreement, the dispute 
shall be resolved pursuant to the dispute resolution process contained in Section 1. 
If there is a conflict, unless expressly stated otherwise, the National Agreement shall supercede the Local 
Agreement; however, in cases where a Local Agreement contains explicit terms which provide a superior 
wage, benefit or condition, or where it is clear that the parties did not intend to eliminate and/or modify the 
superior wage, benefit or condition of the Local Agreement, this National Agreement shall not be 
interpreted to deprive the employees of such a wage, benefit or condition. It is understood that it is not our 
intent to inadvertently enrich or compound wages, fringe benefits or other conditions or to create 
opportunities for "cherry picking," "double dipping," etc. 
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BARGAINING AGREEMENTS 
This National Agreement and its terms shall be effective on October 1, 2000 and end on 
September 30, 2005. 
The local agreements covered by and incorporating this National Agreement as an addendum shall be 
extended by five years. 
The following shall apply in the event that the National Agreement is not renewed at the end of its term. 
Group I 
Local bargaining agreements that have expired or will expire on or before September 30, 2000 (Group I) 
will continue during the term of the National Agreement, and expire on September 30, 2005. 
Croup II 
Local bargaining agreements that have expired or will expire between October 1, 2000 and January 31, 
2002 (Group II) will be extended by five years, and as a result will expire between October 1, 2005 and 
January 31, 2007. Employees covered by Group II agreements will receive a wage increase on October 1, 
2005 of not less than 3% across-the-board (ATB) in recognition of the extended expiration date. The 3% 
may be increased by an escalator method based on the Bargaining Task Group wage philosophy factors 
recommended to the Common Issues Committee on July 6, 2000. The method will be determined no later 
than April 1, 2001. The method and its application will be subject to resolution in the review process in 
Section 1 of this National Agreement. 
Croup III 
Local bargaining agreements scheduled to expire on or after February 1, 2002 (Group III) will be extended 
by five years, and as a result will expire on or after February 1, 2007. Group III agreements will be reopened 
on a staggered basis between October 1, 2005 and April 1, 2006. The actual dates to reopen each local 
agreement will be determined no later than April 1, 2001. Group III reopener settlements will apply up to 
the extended expiration date of the agreement or for a new full term as determined in local bargaining. 
• E. L I V I N G A G R E E M E N T 
The parties acknowledge that during the term of this National Agreement, a party at the National level may 
wish to enter into discussions concerning subjects covered by this National Agreement or to modify specific 
provisions of this National Agreement or a party at the Local level may wish to enter discussions concerning 
subjects covered by the Local Agreement or to modify specific provisions of the Local Agreement. The 
parties agree that neither a Union nor any Kaiser Permanente entity shall refuse to engage in such 
discussions. The parties further agree that, consistent with the Partnership principles set forth above, they 
will engage in such discussions with the intent to reach mutual agreement; however, during the term of this 
Agreement, no party shall be required to agree to any modifications of either the National or Local 
Agreement. 
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